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Abstract 

Technological developments and hovations are changing the nature of work, traditional 

jobs are disappearïng and new, more advanced foms of work requiring an expanded and 

growing knowledge base are emerging. More occupations are taking on the 

c haracteristics of "professions" particdarly in terms of ce r t img  and maintainhg 

competency of their members. Professionals, whose knowledge and skills were acquired 

through formai education and technicd training find their initial education is not longer 

~ ~ c i e n t .  With the increasing demand for up-dating, up-grading and re-training, 

professional associations are playing a significant educational role by developing and 

implementing activities such as seminars and certification prograrns. 

In this study, the certification processes used by five professional associations were 

analyzed. The objectives were to determine: the type of certifications process or 

processes used by the association; why association members participate in the process; if 

the understanding of the requirements to participate in and successfully complete the 

certification program by the association membership reflect the association's 

requirements; whether the association leadership and members share the same 

understanding regarding how the certification program standards are set and who 



participates in setting the standards; how accessible the certification program is perceived 

by the membership and the types of continuing education programs offered and the 

participation in the prognuns. 

The research included examples of criterion-, curriculum-, and competency-based 

certification. The researcher found that: individuals participate in certification programs 

to develop new skills to strengthen their position or marketability, the documentation on 

how programs are developed, how standards are set and why certain courses are in a 

program is generally confidentid to the association and generally members of the 

associations survey were unclear as to how the standards are set. The study was limited 

by the lack of association documentation and the inability to survey the membership or 

ask specific questions on the survey. 

The research findings will be of interest to individuals and associations who have or 

would like to have an understanding of the use of certification and the implications of the 

process on members of the profession who participate in the program and employers who 

hire the certified profession. 
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Chapter One 

Continuing education or life-long leaming (OTAB, 1994) are two phrases used to describe 

developrnental needs of workers and professionals in the 1990s. Many studies (Beck, 1992; 

Cummings et al, 1989) have illustrated that if we are to be cornpetitive on an individual, 

Company, provincial or national basis, we must have the requisite knowledge and skills. One 

source of conhuing career development for professionals are professional associations. In the 

Province of Ontario, these associations are either publicly-regulated and compdsory or self- 

regulated and voluntary. 

Publicly-regulated professions have governing bodies created by statute that control almost 

every aspect of the govemance of the profession. In most publicly-regulated professions, the 

Governrnent of Ontario determines the composition of the govemuig bodies which gant 

licences to practise the profession in Ontario. Professions in Ontario regulated under public 

statute include: Architects, Engineers and Lawyers. 

There are two types of self-regdatory professions - self-regdatory and govemed by private 

statutes and self-regdatory and not govemed by any statute. Both types of voluntary 

professional association will be included in the study. The legal status of voluntary professional 

association has no effect on the outcomes of the study. 

Self-regdatory professions, governed by private statutes, are ~rpicdly controlled by bodies 

elected solely from the membership of the professional association. Self-regdatory professions 

are acknowledged by the Legislahue through the passage of governing acts, which gant 

professional associations the right to control the use of a professional certified title. However, 



associations are not granted statutory authority to license their membership. Once the certified 

title is recognized in the business community, the professional association has considerable 

control over who is employed in the profession. Included in this group of professional 

associations in Ontario are Accountants, Foresters, Hwnan Resource Professionals and 

Engineering Technicians and Technologists. n i e  Ontario Association of Certified Engineering 

Technicians and Technologists is, for example, recognized under the Ontario Govemment Act 

1984 S.O. 1984 CPR14. 

Voluntary self-regulated professional associations are often formed as  a resdt of a group of 

individuals getting together to network on a particular area of knowledge. Over t h e ,  the 

networking extends to the organization of seminars, workshops and other activities to exchange 

ideas and develop new skills. In some situations, the association leadership beginç to formdize 

the developmental activities and seeks legislation that recognizes the association as the 

representative of the specific professional group. Some volunteer professional associations, 

such as the Canadian Compensation Association, have identified standards for their profession 

and invested considerable resources to develop and administer a certification process for their 

membership. However, they have not sought legislation by the govemment for recognition as a 

self-reguiating profession with the nght to control the use of a certified titie. 

Why do volunteer professional associations resort to certification? The development and 

mairitenance of a professional certification process c m  be expensive and the-consurning. Yet 

according to Barnhart (1994), the leadership of many professional associations believe that the 

development of a certification process: 

1 .  serves as a quality enhancement mechanism, 

2. serves a s  a continuation of the mission of the association to benefit both their members and 



the profession, 

3. gives the association controi over the requirements for individuals who want to practise the 

profession an4 

4. provides an opportunity for the association leadership to represent the group to business and 

govemment on issues related to the professional area 

For example, the Human Resources Professional Association (HRPAO) advertises that their 

members "who have earned the designation Certified Human Resources Professional (CHRP) 

have met specific academic and professional experience requirements, are bound by a code of 

ethics and are subject to discipline shouid they be in contravention of the code of ethics"' The 

CHRP designation is a legislated designation which is recognized by the government of 

Ontario. Individuals must earn the designation by successfuily complethg the reqwements of 

the association and must maintain current membenhip in the association in order to use the 

designation. Many industry advertisements for human resource staff state that a CHRP is a 

requirement for employrnent consideration. Members of the HRPAO are encouraged to 

support this requirement when advertking positions in Hurnan Resources in their organizations. 

Recently, the HRPAO instituted a comprehensive provincial exam for their certification 

program (HRPAO, 1995) which is required d e r  the academic component is completed. The 

comprehensive examination was developed to: 

1. ensure consistent academic standards for the legdly Certified Hurnan Resource Professional 

designation, 

2. increase confidence by the management cornmunity and, 

3. increase confidence by the general public in the qualifications of the person who has 

1 rtificate in Hurnan Resources Manuement Course Rooklet. 11 992- 1993 1, (1 992). 
Toronto, Ontario: Human Resources Professional Association of Ontario. 



completed the certificate of Human Resource Management 

By promoting the use of the CHRP requirement in employer hiring practices, it appears that one 

of the objectives of the Association is to control who practises the profession and ensure growth 

of Association membership. 

ln the absence of a clear understanding of the competencies required by some professional 

workers, many business organizations have corne to rely on specific certification processes to 

determine entry level qualifications of a candidate. Potential employen may assume that a 

professional association that has developed a professional certification program has done a 

good job of d e m g  at least entry level competencies. Additionaily, they assume that by 

gmting the designation an association has ensured these competencies have been met by the 

individual holding the designation. 

In 1989, the Task Force on Access to Professions and Trades in Ontario (Cummings et ai, 

1989) stated that the setting of standards for a professional group should be the responsibility of 

the association representhg the professionals. However, the standards for a profession should 

reflect the professional needs as identified by a needs assessment. The authon were not 

concemed that credentialing was being camied out by volunteer professional associations. 

Their concem was the lack of information about how the standards were being set and how the 

association ensured the standards were being met. Voluntary professional associations are seen 

as exercising considerable authority in the credentialing process without extemal review of their 

methodologies. Under such circumstances, how can the public be assured that the credentials 

of a professional accurately convey to the employer or purchaser of the service that the certified 

individual has a specific ski11 or competency level? 



The number of voluntary associations in the process of proposing, developing or thinking about 

a certification process for their rnembership seems to be increasing. Two examples of voluntary 

associations in Ontario in the process of defining a certification process are the Ontario Society 

for Training & Development and the Canadian W h i t e  of Marketing. The Ontario Society of 

Training & Development (OSTD), one of the voluntary associations representing training and 

development in Ontario, has for a number of years had two voluntary professional developrnent 

programs. For the past couple of years, the OSTD Board of Directors has been invo1ved in the 

development of a certification process and is seeking Ontario government legislation to become 

the agency which: 

establishes and maintains standards of professional competence in the field of training and 

development, 

govems/censures its members with respect to competence, ethics and professional standards 

and, 

r assesses current competence level against standards of professional c ~ r n ~ e t e n c e . ~  

The Canadian IZlStitute of Marketing, a professional organization representing marketing in 

Canada, has begun the process of organizing a voluntary professional designation program in 

Ontario by the commencement of sponsorship of courses at the University of Toronto. The 

objectives of the Institute are to: 

irnprove the practice of marketing in Canada by encouraging the adoption of international 

professional standards and qualification by practitioners, business and learning institutions, 

be a vehicle by which those engaged in the practice of marketing as a profession can 

2 m&e Stgnéard for T r w  In On- 
. . . (1994). Toronto, Ontario: The Ontario 

Society for Training & Development. 
5 



represent their views and interests to government and agencies in Canada and overseas and, 

be an intemationally-recognized cataiyst for the improvement of marketing skills to the 

benefit of members and their companies. 

The research problem to be addressed explores the processes that some voluntary professional 

associations use to c e r w  their membership and identifies the understanding the association 

membership and others have of the methodology used to d e h e  the certification process. 

The questions posed were: 

1. What are the certification processes professional associations use to certi& their 

membership, why do they use the identified processes and how is the currency of the 

processes maintained? 

2. Who in voluntary associations participates in certification and why? 

3. How accessible are the certification programs perceived to be by the association 

membership? 

4. What are the implications of the process for membes and non-members of an association, 

and for employers and the public who seek the services of the certified individual? For 

example, what expectations about ski11 level of a certified individual can an employer 

assume? 

The objectives of the in-depth study were to determine: 

1. the type of certification process or processes used by the association, 



why association members participate in the certification process and what the value of the 

designation is to thern, 

if the understanding of the requirements to participate in and successfully complete the 

certification program by the association membership reflect the association's 

requirements, 

whether the understanding the association leadership and members have is the same 

regarding how the certification program standards are set and who participates in setting 

the standards, 

how accessible the certification program is perceived to be by the membership and, 

the types of professional development education programs offered by the association and 

the participation of members in the prograrns. 

This study is significant to the field of Adult Education. Increasingly, groups of professionals 

are feeling the need to group together, organize professional development activities and 

formally recognize this development by a designation in order to be cornpetitive. Additionally, 

there is an increasing tendency by employers to require a job candidate to have either an 

association designation, a degree, or both before being considered. Yet what does the degree or 

designation guarantee? Do associations in the role of certification agents contribute to the life- 

long learning of adults and/or facilitate adult iearning? Do the recertification programs and/or 

the professional development prograrns play a role in life-long learning? How accessible are 

these programs to the memberhship? Do associations play a role in monopolization of labour 

pools? What political issues arise for the associations and their membership? 

1 believe this study will contribute to an understanding of certification processes in relation to 

individual and association growth. Additionally, the study will document the issues involving 

voluntary credentialing organizations which effectively control entry into their fields of 



expertise through the use of certification. 

In addition to addressing the questions and objectives outlined above, the research will also 

iden* some political issues related to access and control that are exerted by professional 

associations. 

The thesis is developed as follows. 

Chapter Two is a review of relevant Iiterature and defines the terms: professionalism, 

professional associations, credentialing, certification, cornpetence and continuing professional 

education. The goal of this chapter is to set the background for the research. 

Chapter Three outlines the methodology used to cany out the research, including how and why 

the associations were selected for study. The researcher in t e~ewed  the key naffand/or 

volunteers of the association and surveyed a selection of the membership andor participants in 

the certification program. Since each association had a different certification program based on 

differing standards, it was necessas, to develop custornized sweys  for each association based 

on a standard format. The Ontario Society for Training and Development is in the process of 

developing a certification prograrn and decided it did not want the researcher to survey its 

membership. As an alternative, it was agreed to carry out i n t e ~ e w s  of trainers, some of whom 

were members of the association. 

Chapter Four provides an analysis of the data collected fiom each association. The interviews 

were analyzed and s u m m e d  based on the stated objectives under the topics: development, 

standards, recertification and professional development. The data fiom the surveys was 

analyzed based on the stated objectives under the topics: certification process, standards. 



maintenance recertification and professional developrnent. 

Chapter Five is a comparative anaiysis of the five associations against the objectives and 

questions identified in Chapter One with reference to the information in the Literature review. 

Chapter Six offers a summary of the findïng and issues. Reflection on the findings as well as 

suggestions for fiiture research are discussed. 



Chapter Two 

. . . . 
ew on Profess oaal A s s o c i m  Credenhaling, 

Certification. m e t e n c e  and Conhnuiag Professional E d u e a m  . . 

What is a profession? Why are more and more occupational groups referring to themselves as 

professionals? What is competence and who defines it? How does one ensure the competence 

of a professional and how can cornpetencies be linked to professional performance? What is 

the relationship between professionaiism, professional associations, competence, professional 

education and certification? 

hdividuals working in areas such as management, training, and finance are constantly 

inundated with information on professional development opportunities by entrepreneurs, 

professional associations, educationai institutions and others. Each piece of marketing 

information is directed at the need for the professionals to keep their skills curent and to 

develop new skills. Every workshop, conference or training program is marketed as the 

solution to the professional's every need. 

The research undertaken in this thesis is a comparative study of the process(es) used by 

professional associations to certiQ their membership. The questions addressed are docurnented 

in Chapter One. 

The literature relevant to the study includes the areas of professionaiism, professional 

associations, credentiaiing, certification, competence and continuing professional education. 



Each of these topics wiU be reviewed with the objective of setting the stage for the analysis of 

the data gathered fiom the research. 

Professionalism 

Today, more and more occupations are referring to themselves as professionals. Professions are 

a group of occupations whose boundary is ill-defined (Eraut, 1994). Historically, only 

occupations such as medicine, theology, and law were looked upon as professions. Other 

occupations such as teaching or nursing were considered semi-professions. In the pst ,  

individuais in recognized professions: 

were looked up to, 

were generdly of the well-to-do middle class, 

had specialized knowledge acquired through specialized education and training and, 

usually worked independently for a fee. (Webster's New World Dictionary, 1957; ASAE, 

1975) 

What differentiates an occupation fiom a profession? What are the characteristics of a 

professional? ~ c ~ u i r e ~  quotes Starr's definition of a profession as an occupation that: 

0 regulates i tsel f through sy stematic, required training and CO 1IegiaI discipline, 

has a base in technologicai specialized knowledge and, 

has a service rather than a profit orientation enshrined in its code of ethics. 

3 McGuire, Christine, H. (1993). Sociocultural Changes Affecting Professions and 
Professionals. In Curry Wergin, Jon E. & Associates (Eds.). E d u c a t h  

sslonal~ @p 5-6), San Francisco: Jossey-Bass Publishers. 
Il 



According to Schein and Komner (1972) the definition of a professionai is an evolving one that 

includes an individuai who: 

is trained in a specialized body of knowledge and skills, 

participates in a proloaged period of education and training, 

makes decisions on behalf of a client, 

has a service orientation, 

demands autonomy of judgement in hisher own performance and, 

permits only her/his colleagues to judge hidher performance if a client is not satisfied. 

The definition of profession and professional include many overlapping elements, but no one 

definition in the relevant literature is accepted by ail authon. Carr-Saunders (1966) defied a 

profession as an occupation based upon specialized intellectual study and training whose 

purpose is to supply skilled senices or advice to others for a defïned fee or salary. Houle 

(1980), f i e r  a number of attempts to defhe the term profession, suggested that instead the term 

professionalizaiion ought to be used. He argued that a nurnber of occupations are in the process 

of professionalization and that some groups are closer than others to their goal of becorning a 

profession. According to Greewood (1 966), the true di fference between a professional and a 

non-professional occupation is not a qualitative but a quantitative one. In his opinion non- 

professional occupations possess the attributes of a profession, but to a lesser degree. 

Occupations are distributed dong a continuum. At one end of the continuum are the well 

defuied recognized professions such as physicians and attorneys and at the other end are the 

least skilled occupations such as f m  labourers. The question that arises is how do we 

differentiate between the two. Greenwood (1966) stated that a professional is required to 

master a senes of unusdly complicated operations that require lengthy training. Whereas, the 

non-professional may be required to master a high level of ski11 development, for example, as 



with a tool and die rnaker or a diamond cutter, but the ski11 is not supported by a fund of 

knowledge that is o r g k d  into a body of theory. He believes that on the job training is 

adequate for the non-professional, but not the professional who requires formal education and 

orientation in the body of theory specific to the profession. The process of professionalization 

for an occupational group according to Cm-Saunders (1966) and Houle (1980), includes 

definhg a code of ethics, a central mission and a body of knowledge that is unique to the 

occupation. Professionaiization is a political process (Deschamps et al, 1979) in which 

govemments grant exclusive jurisdiction to a specific organiztion to manage an occupational 

group. 

Another difference between a professional and non-professional according to Greenwood 

(1 966), is based on the customer or client serviced. For the non-professional the customer is 

always right. For the professional the client presents hisher issue or problem and the client 

generaily accedes to professional judgement. The subordination of the client to professional 

authority invests the professional with a monopoly of judgement. 

The older professions such as  medicine have evolved, and their characteristics today are 

different fiom the past. For example, in today's changing social conditions, the continuing 

development of new knowledge and changing social values make it difficult to define a specific 

constant body of knowledge for any occupation or a centrai mission that is accepted by al1 

members of the profession (Curry et al, 1993). For example, physicians in Ontario have had to 

adapt to the official acceptance of midwives and nurse practitioners and the role they play in the 

practice of medicine. No longer is it the sole right of physicians to deliver babies or to 

diagnose. Others have been trained and licensed to deliver in these services. 

The process of professionalization for most groups includes the following steps (ASAM, 1975): 



self-identification as a group, 

creation of redcted  membership associations, 

accreditation of instructional prograrns and, 

r Iicensure or certification of practitioners. 

According to Volher  et al (1966), professional life cannot be achieved in isolation. 

Professions only exist when there are bonds between the practitioners and these bonds are 

usually developed in the form of professiond associations. The prerequisite of professionalism 

is the desire to associate and the ability to do so. Membership in a professionai association 

gives the professional ready access to the social and professional contacts that are indispensable 

to professional growth (Meigh, 1966). 

Professional associations have a long history in North Arnerican society. During the 1700s in 

the United States, local societies such as the American Scientific Society founded by Benjamin 

Franklin were organized. By 1840, it becarne obvious that national professionai associations 

were required to meet the needs of the members. Many local societies expanded, some even 

becomiiig national in scope. The Amencan Scientific Society was one of these and is still in 

existence today. Many national associations grew and became mistees of their particular bodies 

of knowledge, responsible for its dissemination and for the maintenance of high professiond 

standards (ASAM, 1975). 

There are distinct similarities between the medieval guilds and modem professional 

associations. Guilds (ASAM, 1975) developed out of CO-operation, fellowship and mutual 



interest by artisans. The d - g u i l d s  protected the rights of artisans and craftsmen and set 

quality standards for work. They grew to become rigid instruments for maintaining social 

status and self-interest. To maintain control of theK members, they set stringent entrance 

requirernents and membership was restricted. The guilds promoted growth of new indutries, 

improved processes and individual skiiis developrnent. Membeehip in the guild provided not 

only employrnent for the artisan but skills development and rewards (Camevale, 199 1). 

However, the guild leadership set prices for the guild products, had absolute authority over the 

product and its price, suppressed individual initiative but ofien protected the rights and 

privileges of the individuals in the groups at the expense of the craft or profession itself 

(Carnevale, 199 1). 

Some examples of guilds include the Company of Barber Surgeons, where surgeons were 

trained under the apprenticeship model, and the Company of Grocers, where apothecaries 

apprenticed and qualified (Charlton, 1973 and Dubin, 1 97 1). 

The guilds began to be challenged by other associations. For example, the College of 

Physicians and Surgeons in Britain, founded in 15 18, licensed only physicians and surgeons 

who were university-educated. Since the surgeons of the Company of Barber Surgeons were 

not university-ûained, they were not considered qualified under the new model. Eventually, the 

College of Physicians and Surgeons won primary status and the only accepted surgeon was the 

university-traked one. Other examples of societies that developed into professional 

associations include the Phannaceutical Society formed in 1848 and the Society of Gentlemen 

Practises in the Courts of Law and Equity formed in Britain in 1739 that later became the Law 

Society. 

Professional associations have continued to develop and grow. In the 1990s, the number of 
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professionalizing groups or voluntary professional associations is increasing. In a continually 

changing work environment, organizations require employees who can adapt quickly to new 

technology. Individuals require skills that make them more employable. Organkations look 

for potential employees who already have the skills they believe are needed and individuals 

look for effective means to gain skills that are portable. Long-term employrnent with one 

employer has become the exception not the nom. The concept of portability of skills is a very 

popular one. The Department of Labour in the United States has a plan to set standards for al1 

jobs and certify al1 workers who perfonn them (Gerber, 1995). According to Gerber (1995), 

employers will be assured of the skills and abilities of a certified individual and will only need 

to assess them on how weil they fit into systerns and culture of the Company. Additionally the 

professional can be assured of ao independent constituency when the employer asks the 

professional to perform a task that the latter considers unprofessional. For example, the 

Engineering Society has k e n  known to blacklist employes who ask those who hold a PEng to 

carry out processes considered unprofessional. The concems that arise in the development of 

the program are the costs of set up and maintenance. Gerber (1995) believes that the Federal 

govemment will need to continue to be involved long term in the process. Professional 

associations in their role of developing and maintaining certification processes for their 

membership may play a valuable role in this process (Barnhart, 1994). 

How do voluntary professional associations get started? Initially, a group of individuals who 

work in a specific occupation form an association to protect and enhance the profession through 

one or al1 of the following (Schein and Komner, 1972): 

defining professional development activities for themselves, - defining the boundaries of the association and setting entrance criteria for membership in 

the association and, ultimately, the profession, 



setting educational standards, 

defining career lines within the profession and other areas of jurisdiction, 

lobbying for various degrees of autonomy or self-government by se thg  up and legalizing 

ücensing andlor certification procedures ad, 

a performing public relations activities on behalf of the profession. 

Professional associations are formed as a result of a perceived need for a relevant group to 

occupy and defend its exclusive use of a particuiar area of knowledge (Schein and Komner, 

1972). Professional associations on behalfof the profession strive to persuade the cornmunity 

to sanction its authority within certain spheres by conferring upon the profession a series of 

powers and privileges. The cornrnunity approval can be forma1 or uiformal. The association 

often supports professionai development acbvities for its members who require formal 

education in established educational institutions. The forma1 educational process may involve 

memorizing infoxmation and leaming skills prior to an assessrnent process designed to rneasure 

the individual against a set of standards. The educational process is geared to producing 

autonomous speciaiists and usually leads to credentialing. Credentiaiing is a fonnal means of 

testhg the capacity of individual practitionen to perform their duties in a competent manner. If 

at the end of the educational process, the individual is declared competent, a certificate of 

cornpetence and/or a licence that tells the world hdshe is competent to practise the designated 

profession is issued. 

C redent- 
. . 

Credentialing can involve accreditation of a professional school, licensing of individuals to 

practise a profession or certifying that an individuai has met specified standards. 



Accreditation is a process whereby an agency or an association grants public recognition to a 

school, college, university or specialized study program that meets certain predetermined 

qualifications or standards (Websters, 1957). For example, the accreditation of medical schools 

is performed by the Committee on Accreditation of Canadian Medical Schools or by the 

Liaison Committee on Medical Education in the United States. The Ontario Regdations which 

provide descriptions of requirements, qualification and fees for registration are the Medicine 

Act, 1991 and the Regulated Health Professions Act, 199 1. Upon successful completion of the 

accredited school program and successful completion of a set of qualifjhg examinations, the 

College of Physicians and Surgeons of Ontario (the registering and regulating body for 

physicians in Ontario) issues a certificate that permits a physician to engage in independent, 

unsuperviseci medical practice ui Ontario (Lum, 1994). 

A sùnilar accreditation process is in place for professional engineers. The Professional 

Enginees of Ontario (PEO) accredits the engineering programs at various universities. 

Graduates &om accredited engineering programs are considered by the PEO to have met the 

minimum educationd requirements of the association. Mer two years of practice and 

successful completion of an association examination, candidates are licensed to practise in 

Ontario and can legally add PEng after their name (PEO, 1994). Graduates of engineering 

programs of universities that are not accredited by the PEO are required to submit 

documentation on the program to the association for assessrnent They may be asked to 

complete specific educationai requirements at an accredited institution pnor to sining for the 

Ontario examination of the PEO. Accreditation is based on cnteria (McGlothlin, 1960) such as 

admission standards, faculty qualifications and facilities. Only institutions or programs, not 

individuals, can be accredited (Bratton, 1984). 



The accreditation process carried out by the professional association regulates the number, 

location, curriculum content and calibre of instruction in the schools. Additionally, the 

professional association can control admission to the profession by convincing the comrnunity 

that individuals can not Wear a professional title unless it is conferred by an accredited 

professional school. Such comparable control is not found in non-professional groups. 

Another principal function of professional schools accredited by professional associations is to 

screen individuals who are prospective individuais for entry into the profession. The admission 

of candidates to professional education may be judged on cnteria other than academic 

qualifications (Greenwood, 1966). For example, potentid candidates to Medicd School may 

be given points toward admission if they have done volunteer work or part-time work in a 

hospital . 

According to Fritz and Mills (1980), accreditation promotes and ensures the qudity of the 

training and services provided by the accredited organization and enables the mident or 

professional to join a program of recognized quality. The graduates of an accredited program 

are generally selected by employers over those who lack such experience. 

A licence to practise a profession is required where unqualified practice is thought to pose a 

potentid risk to a consumer's life, hedth or safety (Cummllig et al, 1989). In Ontario, 

professions regulated under public statutes, such as medicine, have goveming bodies created to 

control every aspect of the govemance of the profession, including veto and directive power. 

The govemment has a say in the composition of the goveming bodies and these bodies are 

given the power to gant licences, which are entitlements to practise the profession in Ontario 



(Cumming et al, 1989). A licence is issued to an individual who has successfully completed the 

defined requirements for a profession. It is illegd for individuals to practice a profession that 

requires a licence unless they have been granted permission by the appropriate body or board. 

Genedy, a licence to practise is granted for life. For example, nurses, on successful 

completion of their training and a licencing examination, are granted a licence to practice by the 

College of Nurses. The only requirement for maintenance of the licence is payment of an 

annual fee to the college. in other professions, an individual may be required to participate in 

ongoing professional education as weli as to maintain an active membership in the association 

(ACRSP, 1994). The suspension or revocation of a licence to practice is a relatively rare 

occurrence. No examples of suspension or revocation of a licence were found or mentioned in 

the literature reviewed. However, association literaîure such as the Canadian Nurses 

Association documents do identify legal actions brought against specific individuals and the 

result of those actions. These actions ofien include suspension or revocation of a licence. The 

process to initiate this type of action is outiined in the association's policies and mies. For 

example, the Regulated Health Professions Act of 199 1 (amended in 1993), Chapter 37, 

outlines the policies for Heaith Care Professionals in Ontario. The examples used above are 

Ontario based. However, similar examples exist in other provinces in Canada. 

In professions where there is no perceived potential risk to a consumer's life, governments are 

not directiy involved in setthg standards. Licences to illustrate cornpetence are not issued 

(Cumming et al, 1989). Professional standards may be set by professionai associations 

representing these professions, and credentialing in the form of certification of members may be 

established. Certification is a formal (sometimes informal) evaluation process that: 



a is u s d y  developed by members of a profession, 

a determines, validates and attests that individuals meet the technical cornpetence and skill 

that are prescribed by the profession (Lapp, 1982), 

a defines and measures standards of professional practice (Gilley et al, 1987) and, 

a are designed to separate those individuals of a profession who are perceived to be 

competent fiom those who are not. 

Why is it dif5erent fiom licencing? The certification process (Bratton, 1984) is: 

usLlafly voluntary, 

conirolled by bodies elected entirely fiom membership and, 

a regulated through association bylaws which are not subject to govemment review or 

approvd. 

According to Bratton ( l984), the voluntary professional association maintains the power to 

control who uses the certified titles. Individuals who are not certified cm pactise the 

profession but must not present themselves as certified. However, it is difficult for the 

volunteer professionai association to monitor who has been certified and who uses a specific 

designation. Generally, it is not monitored and the buyer of the service is left to confum the 

validity of the designation of an individual who presents it. For example, the Canadian 

Compensation Association has a certification program leading to a designation. Once an 

individual completes the program and gains the designation, there is no requirement for them to 

maintain themselves curent or to maintain a membership in the Association. However, a 

purchaser of services of an individual who holds that designation can check with the 

Association to detennine if the individual does have a designation and if he/she has maintained 

currency (CCA, 1 994). 



Some professional associations require attendance at continuhg education events to maintain 

their certification, but none require any continuhg demonstration of skills required for practice 

(Eraut, 1994), even where the appropriate application of skills in the work environment is 

required for client de ty ,  such as in nursing (CNA, 1994 & CRSP, 1994). 

Why would a voluntary professional association go to the expense and effort of developing and 

maintaining a certification process? According to Coscarelli (1 984) and Barnhart, (1 994) the 

benefits may include: 

enhanced prestige for the profession, 

improved public image of the profession, 

protection of the public fiom incompetent practitionen, 

protection of employers by providing them with a means of comparing porential applicants, 

increasing the standards for practice and, 

improved academic programs due to the defuiuig of the body of knowledge of the 

profession. 

Govemment groups tend to value input h m  the professions that are self-evaluating, and 

memben of such groups can have an infiuence on govemment policies that affect the 

profession (Smith, 1993). For example, St. John Ambulance, recognized for its certification 

programs in First Aid, has been actively involved in providing input to the Workplace Health 

and Safety Agency process of defming standards for First Aid Training in Ontario (St. John 

Ambulance, 1994). 

Why would a professional association not get involved in developing and maintaining a 



voluntary certification process? Disadvantages for the association include (Houle, 1980) and 

Boothe (1 984): 

dissension within the rnembership of the association, with sorne members withdrawing their 

membership as a resuit of process and content disagreements and concem about minimum 

standards versus quality standards, 

difficulty in identifying common core cornpetencies on which to base the certification 

standards and, 

expenditure of resources and energy to develop and maintain a fair and acceptable 

certification process. 

There are some professions that have requirements which include both licensing and 

certification. For example, to practise as a registered nurse in Ontario, an individual is required 

to have a licence which is issued by the College of Nurses upon successful completion of 

licensing exarninations. In addition, the Canadian Nurses Association provides, as part of its 

ongoing voluntary professional development program, certification in areas of nursing 

specialities such as Cntical Care or Paediatnc Nursing (CNA, 1994). Why would an individual 

participate in a voluntary certification process after having obtained a license? The 

documentation on the program defines the certification process as "a valuable opportunity to 

demonstrate your cornmitment to, and expertise in, your nursing speciality area". Additionally, 

"becoming certified represents a significant step in your professional and personal 

de~elo~ment"~. A review of professional association literature reveals that rnany associations 

market their programs based on the ideals of professionalism, cornpetence, prestige and self- 

hprovement (KRPAO, 1994 & PMA, 1993). The American Nurses Association Certification 

4 McGuire, Christine, H. (1993). Sociocdtural Changes Affecting Professions and 
Professionals. In Curry Wergin, Jon E. & Associates (Eds.). Educ- 
Professionals @p 1 ), San Francisco: Jossey-Bass Publishers. 
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catalogue (1 983) States that their certification processes: 

r validate an individual's kanowledge and practice based on predetemiuied standards, 

ver@ an individual's cornmitment to the very highest professional standards and, 

will bring the individual the respect of p e r s  and the public. 

Additionally, as the certification program becomes more widely acknowledged, some job 

advertisements are beginning to indicate that candidates with the certification will receive 

pre ference. 

Standards required for certification by voluntary professional associations Vary considerably 

among professions. They comrnonly include (Bratton, 1984): 

r continued membership in a professional association, 

successful completion of an accredited program of study and, 

r satisfactory performance on written a d o r  performance examination. 

A professional association that installs and controls a certification process controls the 

professional standards of the profession. If an association (Coscarelli, 1984 and Hanaood et al, 

1993) manages to convince employers and individuals that its professional designation is a 

legitimate and an important aspect of a professional's resume, then the association will control 

access to employment. Controlling the access to the profession constitutes an effective means 

of ensuring the economic well-being of the association and in the eyes of the association's 

leadership the econornic well-king of the profession (Laliberte, 1979) since collection of fees 

fkom training sessions and certification examinations as well as memberships (Boothe, 1984) 

are in association control. 



How and by whom are the standards for certification set? Since professionals are expected to 

have the knowledge required for their profession, it is agreed (Bratton, 1984) that the primary 

responsibility for establishing and maintaining cemfication standards rests with members of the 

profession. Each association sets its own standards for certification. According to Bamhart 

(1994), there is no d e h e d  methodology for setting professional standards. Thus, what is 

included in professional standards may Vary considerably fiom association to association. In 

some cases, for example, the Canadian Nurses Association (CNA, 1994) or the Ontario Society 

for Training and Development ( K A ,  1999, competency standards for the profession are 

docurnented and published. Other professional associations, such as the Human Resources 

Professional Association, do not publish competency standards, but provide lists of courses 

(HRPAO, 1993) an individual must successfully complete in preparation for the association's 

comprehensive exanilnation. 

According to Bamhart (1994), the three types of certification are criterion-, curriculum- and 

competency-based. 

Criterion-based certification requires candidates to meet a predetermined set of criteria That is, 

they must hold an association membership, show a minimum number of years in the profession 

and hold a relevant licence. There is linle or no attempt to objectively evaluate a candidate's 

job knowledge or competency. Today, there are few such certification programs. However, the 

institute for Chartered Secretaries and Administrators, which participated in th is  study, has a 

certification program that is an example of critenon-based certification. 

Curriculum-based certification requires candidates to demonstrate a mastery of relevant 



knowledge. The course requirements for certification are determined by the association but the 

details of how the course requirements were detexmined are generally not made available to the 

rnembership. If an individual would like to substitute a course for the required one, he or she 

must apply to the association for an exemption pnor to registration in the desired course. The 

exemption is usually granted if a review of the course outline of the required course illustrates a 

match with the course the individual wishes to take (OSïD? 1995). According to Barnhan 

(1994), there is linle or no atternpt by the association to do a task analysis or define a cornrnon 

body of knowledge on which the certification is based. After successful completion of the 

required courses a candidate is often required to successfully complete an examination or a set 

of examinations set by the association. Upon successful completion of the requirements a 

certificate and a designation are issued. The curriculum-based prograrn is quite comrnon and 

both the Human Resources Professional Association and the Canadian Compensation 

Association offer this type of a program. 

Competency-based certification requires candidates to prove theu expertise, mastery or 

capability within their profession. The professional education, examinations and expenence 

requirements are based in part on a set of tasks identified by a job analysis. This type of 

analysis requires considerable rime and effort among the players in the association and 

consensus on the cornpetencies and standards is often diEcult to achieve. The candidate for 

certification is required to show mastery of a common body of knowledge within hisher 

profession. Competency-based examinations are designed to me- the mastery of the 

knowledge that reflects job content. This type of certification is more cornmon in professions 

where safety is a factor, such as nursing (CNA, 1994), and is the methodology being used by 

OSTD (1 995) for the development of their certification prograrn. Skill testing is usually 

avoided except in cases where observation of the skills, for example, in first aid can be used as a 

methodology of confirming that an individual can perfonn the identified skill. 



What constitutes competency? In general, competent means "well quaiified or capable"' To be 

considered professionally competent, one needs to have demomtmted a set of defined 

competencies. According to a report of the Amencan Society for Training and Development 

(1983) and Dubois (1 993), a competency is a skill or focused groupùig of skills or knowledge 

that facilitates performance of a role, nich as negotiation skius. A job competency is an 

underlying characteristic of an employee (body of knowledge, skills andlor attitudes) which 

results in effective andor superior performance on the job. For example, a competent doctor 

can diagnose, prescribe and treat patients to maintain and to promote health (Dubois, 1993). 

According to Esque and Gilbert (1995) competencies are behaviours that assist the performer to 

overcome known barriers to achieving performance standards. The literature has many 

variations on the definition of the term competency and on how it is used or tested. For 

example, The Canadian Nurses Association, in its literature for the Cntical Care Nurses 

certification program (CNA, 1999, dehes competency as "knowledge, abilities, skills, 

attitudes and judgement" expected of critical care nurses. The dehed competencies are 

measured using a written test. The Ontario Society for Training and Development (OSTD) 

dehes  competency as an overall activity one m u t  perform to demonstrate a job responsibility 

of a training practitioner (TCA, 1995). For example, one competency established for a trainer is 

"create and maintain a learner-centred en~onment"~ .  OSTD's methodology for measuring the 

achievement of competencies has not been determined. Although the competencies have been 

expressed in behavioural terms the organization has expenenced difficulty creating a suitable 

methodology to test the identified skills. However, according to the association literature, 

Webster's Ne . . . . 
w World Dictionarv Colle~e E d i m .  (1957). Toronto, Ontario: Nelson, 

Foster & Scott Ltd. . 
6 tecture. (1 995). Toronto, Ontario: Ontario Society for Training 

and Development. @p 3 3. 
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successful completion of both a written test and a performance activity will be required to earn 

a designation. 

How is competence determined or measured? According to Chaiofsky (1983) and Carnevale 

(1991), competency should be measured by performance of a task rather than by written tests. 

However, passhg an exam is the general method most organizations use to determine 

competence. Therefore, most certification processes involve the successful completion of a 

written examination to illustrate that an individual knows a specified body of knowledge. In 

the past, testing for competence was c-ed out by experienced practitioners who created tests 

or tested candidates in oral examinations (Shimberg, 1983). It was assumed that the 

expenenced practitioner lmew fiom experience what questions to ask during the testing to 

ensure that the candidate was cornpetent. Little thought was given to the specific questions 

asked and the evaluation was highly subjective. To ensure more objectivity and consistency in 

testing, a move to standardized examinations based on defkied objectives began to occur as 

early as the 1940s for professions such as medicine (Shimberg, 1983) The objective-oriented 

approach to evaluation resdted in educatos reflecting about their intentions and clariQing 

formerly ambiguous generalities about educational outcornes. What was expected of the 

candidate was dehed  and then tested. Concems over the objective-oriented approach to 

evaluation, according to Worthen et al, (1 987) include: 

the approach meanires the ability of the individual to achieve objectives rather than the 

ability to make explicit judgements of ment or worth, 

there are observed discrepancies between the objectives and performance levels of 

individuals, 



the objectives tend to neglect the contes in which the evaiuation takes place and, 

a the approach tends to promote a linear, inflexible approach to evduation. 

Concem has been expressed about how testing reflects the needs of the profession. According 

to Jarvis (1983): 

examinations should test what has been studied and what they daim to test, 

testhg should be relevant to professional practice, 

results should be replicable and, 

the process used for testing must separate those who can do ~ o m  those who cannot in a 

valid reliable way. 

Training and developrnent professionais (TCA, 1995) suggest that a job analysis should be 

done to d e h e  the required cornpetencies and that testing should refiect pr~fessional 

performance needs. 

Using the criteria identified by JaMs (1 983), Harwood and Westgaard (1 993) developed a 

certification process for Interior Designer certification that is based on performance and mastery 

of knowledge. The assessrnent process was tested and validated as part of the development of 

the certification program. Few professional associations have created public documents to 

illustrate the dehed competency standards of their certification prograrn or the methodology 

they use for testing. 

When individuais representing a profession or occupation group design a certification process 

the following three questions need to be addressed (Shimberg et al, 1983): 



Is initial competence being measured adequately? 

Are standards being set at an unrealistically high level to restrict the supply of practitioners? 

Are members of minority groups being excluded by the methods used? 

Yet does success on a competency-based, written certification examination reflect how the 

individual will perform on the job? According to Shimberg (1983), written testing only 

illustrates that the successll individual has the knowledge tested. The testing mechanism 

ought to reflect the performance requirements of the job if the examiner is to be convinced that 

the individual has the performance skills necessary to practise the profession. 

According to Dubin (1 971 and 1990), obsolescence is the "discrepancy between a professional's 

body of knowledge, skills and abilities to perform the tasks at hand". Incompetence is 

exacerbated by obsolescence but may involve health and work environment issues as well 

(Willis & Dubin, 1990). Professional obsolescence exists in those professionals who lack of 

knowledge and skills in current techniques and new technologies that have been developed 

since the individual was educated. Additionally, some professionals allow themselves to settle 

into a nmow, specialized area of their profession and become obsolete in other areas. Why is 

obsolescence a concern? Individuals who become obsolescent tend to be affected with a 

complacency that prevents them fkorn anticipating or participating in developments unfolding in 

their profession. The rate of growth and complexity of knowlzdge is increasing dramatically 

while the half-life of knowledge is decreasing. In 1971 the half life of an engineer's usefulness 

was estimated at seven and a half years based on their initial education (Dubin, 197 1). There is 

continued rapid change in technology and innovation as wcll as global competition (Willis & 

Dubin, 1 990). Professionals are finding that their knowledge and skdl requirements are 



changing even faster. Clients of professionals are more knowledgeable and more dernanding in 

their requests for service. In the past, professionals were often individuals who worked for 

themselves. Today, many professionals work for organizations. For example, engineers are 

hired in large numbers by utilities such as Ontario Hydro, many physicians work for a s a l q  in 

hospitals or clinics and corporate lawyers often work for govemments or corporations. 

Obsolescence is an issue that not only affects the professionai and the client but also the 

organization for which the professional works. In the banking industry, the employer of the 

professional is dependent on continued competence of the professional banker to ensure the 

organization's profitability and s d v a l  (Curran, 1983). Errors or lack of knowledge on behalf 

of the professional make the employer less cornpetitive. 

What are some of the signs of obsolescence of a professional? According to ~ u b i n '  the signs 

include: 

O dificulty readllig new technical papers, 

a new tasks and assignments look too difficult to be practical and, 

a contemporaries no longer seek the advice of the professional. 

How cm professionds and their associations deal with the issue of obsolescence? First, the 

professional m u t  take on the responsibility for hisher own professional competence. He/she 

should have hidher own plan for continual learning (Barrett et al, 1971). However, some 

professionals do not develop and implement such a plan. In the role of policing their members, 

many professional associations have a peer review process in place. Cornplaints are reported by 

members of the profession or clients to the association review group. The cornplaints are dealt 

with using processes outlined in the organization's policies and procedures. The premise of the 

7 Dubin, S.S. (1971). Professional. Toronto, Ontario: Lexington, Books, 
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concept of peer review is that the ody body qualified to determine the competency of a 

professional is the specific professional body Wdd, 1980). The essence of peer review is that 

the profession is actively reviewing the work doue by its members and that there is a set of 

accepted standards s h e d  by association members, including defined levels of performance. 

This concept is not dways the reality. Additionally, it is difficult for association leadership to 

play the role of policing and professional support and not interchange the roles. 

Periodically, the peer review process has been challenged by the public, public advocacy groups 

or govemments because the process is sometimes seen as s e h g  the professional and not the 

public interest (Kidd, 1980). If the peer review process as a concept becomes widely 

challenged, some groups believe it might be necessary to review and remove the right of a 

profession to govem itself In addition, they advocate that there might be a need for extemal 

groups such as users of the service to have input in defining standards of professional 

performance. Failure on the part of any professional to ensure the competence of the 

association mernbers provides a bais for challenging the right of the profession to govem itself 

(Swan, 1979). 

How does a profession ensure continued competence of its mernbea? Should there be a 

penodic mandatory re-examination of every member of the profession? What are the cnteria 

for re-certification? What happens if individuals lose their licence to practise because they 

failed a re-certification or re-licencing examination and subsequently lose their livelihood? To 

deal with the sensitivity about recertification the Amencan Board of Medical Specialists, when 

introducing a recertification program, decided to exempt those individuals who were certified. 

This process of accepting current professionals without requiring them to participate in the 

program is generally known as grandparenting. The decision to grandparent current members is 

usually a political one the helps facilitate the acceptance of the new procedures. Al1 hture 



licencing candidates are required to participate in ongoing recertifïcation (Shimberg, 1983). 

Should continuing education be mandatory for candidates who have k e n  declared incompetent 

by their peers? What about the costs of and access to education? The answes are not clear, but 

ultimately it is the individual who earns the licence or certification who can lose it. Individuals 

must deal with their own obsolescence if they want to continue to practise their profession. 

Professional associations serve to protect the autonomy of the profession. Often they become 

both providers of education and dictators of who can practise (Stem, 1983 and Laliberte, 1979). 

What should be the role of the professional association? What are the ethical issues in the dual 

role? It is impossible to cany out both roles without a conflict of interest. Do you maintain the 

standards and revoke a licence or cerùficate of cornpetence, or do you work with the individual 

to help him or her gain the skills and knowledge to become comptent? In some professions 

such as banking, the professional and perhaps the bank will lose business if the professional is 

obsolete, whereas in other professions such as teaching or medicine, innocent people may s a e r  

due to a practitioner's incornpetence. It is in such cases that the public often demands third 

party intervention in the "policing" role. For example, in Ontario, professions regulated under 

public statute are governed by bodies or councils, yet the govemment has a Say in the 

composition of these bodies (Cumming et alt 1989). Govemment-appointed third parties sit on 

these boards and ensure there is an outside view of how the organization govem itself. 

The issuance of a licence or a certificate signifies that the successful candidate has sufficient 

knowledge and skills 10 begin the practice of the profession (Jarvis, 1983). The initial 

educational preparation for entry into a profession requires individuals to learn massive 



amounts of information in specific areas. To illustrate successfül completion of the leaming, 

the individuai then must successfully complete a written examination. Upon commencement of 

professional practice, helshe invariably h d s  that the accelerating rate of technological and 

social change is continually altering the body of knowledge and skills that defines the 

requirements of professional practice. Obsolescence rapidy becomes an issue. 

The historical image of the professional has been that of an individual who is strongly 

motivated by seMce and whose conduct is govemed by the ethical and performance standards 

set by a voluntary association of colleagues (Jarvis, 1983). This image no longer predominates 

in the mùids of the public. More and more, concem is k ing  expressed about professionals who 

do not live up to the standards of their profession but who continue to practise. Many members 

of the public believe that professional associations are now primarily economically-motivated 

and do not always discipline their members. Where necessary, a greater reliance on formal 

administrative d e s ,  government regdation and court irnposed sanctions are options that some 

users of professional seMces have advocated ought to be applied in the case of obsolescence of 

a practitioner (McGuire, 1993). 

How c m  educatos of potential professionals and the individuals themselves deal with the issue 

of obsolescence? First, potential professionais need to understand that entry level education is 

the first step in a life-long process of leaming and that continuhg professional education is not 

a luxury, but a necessity (Houle, 1980). Life-long learning is a term fiequently used to denote 

Ieaming that takes place throughout one's life (OTAB, 1994). How does it relate to 

professional practice? Professional practice is in constant change. There is a need for new 

goals, new understanding and new skills for al1 professionals as a result of changing values and 

technologies. Generally, professionals, both as individuals and as groups, have little 

understanding of their roles and responsibilities as self-directed leamers to ensure cornpetence 



( S m  & Queeney, 1990). 

Many professional educational pro- teach students what to leam to prepare themselves to 

obtain their licence or cerîifîcation Professionals need to acquire much more than a store of 

knowledge in subjects related to professiond practice: they need to be taught how to leam and 

relearn (Houle, 1980). 

in order to be the master of a branch of knowledge, it is essential for a practitioner, after hidher 

initial education, to continue leaming about recent developments in knowledge and the 

application of that knowledge to the occupational setting. To address this issue, sorne 

occupations require ongoing continuing education to maintain certification. For example, 

dental assistants are required to participate in ongoing continuing education classes during their 

career. Additionally, they are required to gain a specitic nurnber of continuing education 

credits yearly to maintain their certification (JaMs, 1983). 

According to Hohman (1 98O), participation in ongoing continuing education is not a guarantee 

of continuhg cornpetence. In many cases the requirement by professional associations for their 

membership to participate in continuing education is a response to concerns expressed by 

legislators or clients andlor a fear that if they do not do something, they will lose control of the 

standards of the profession. In making continuing education participation a requirement to 

maintain a licence or certification, a professiond association has made continuing education an 

end in itself (Norcini & Shea, 1993). 

If demanding that individuals participate in continuing education is not the way, then what is? 

There does not seem to be a definitive answer to this question. First, the initial education of a 

professional ought to develop individuals with a cornmitment to ongoing learning. According 



to Houle (1 980), individuals who are taught how to leam have k e n  prepared for the fûture. 

Some professionai schools have developed initial professionai development programs that are 

designed around problem-based curricula as a means to help individuals leam how to leam. 

Problem-based curricula emphasize the learning process, including leaming how to leam and 

adapting to and participating in change. Secondly, there are professionals who work in many 

areas of their profession such as teaching, researching and writing in their field of interest and 

working on professional cornminees. Houle (1980) maintains that these types of activities 

illumate an ongoing commitment to learning. Continuhg education needs to be viewed in the 

broad sense of al1 kinds of leaming, as many activities illustrate Ieaming and the adaptation of 

expenence to Iearning. Thirdly, some professions, such as midwifery, insist that practitionen 

can only remain memben of the profession provided they undertake a refiesher course at 

specific intervals (Jarvis, 1993). 

Barrien to the development and maintenance of ongoing assessment of professionals include 

the cost of producing and administering the assessment and the cost of lost employment hours 

necessitated in order to prepare and participate in the process. According to Eraut (1994), an 

additional barrier to individual development are higher education providers who tend to be 

creators and transmitters of knowledge but tend not to help individuals learn how to lem. 

Professional education and evaluation assumes that the professional works as an individuai. A 

major flaw of the competency approach is the underlying assumption that performance is an 

individual fiair (Nylon, 1990). Generally, initial professional education provides neither 

training nor experience in how to work as a team member, how to collaborate with clients in 

identi@ing needs and possible solutions and how to coilabrate with other professionals on 



complex projects (Schein & Komner, 1972). Continuing education is generally done profession 

by profession with Little or no communication across professions. Professional associations 

have not been accustomed to collaborathg with one another (Hohman, 1980; Cunningham & 

McLaughlen, 1990). How can these groups link resources to deal with htra-professional 

problerns which tend to reflect the reality of professional practice in today's world? To address 

this concem, some educators of professionals have found m e r s  in the use of leamuig 

processes such as problem-based leaming. Schools that have adopted this methodology for 

leaming have noticed that the process increases the breadth and the depth of cornmitment of the 

leamer and that individual departments/groups lose control of curriculum, resulting in 

interschool co-operation and a more team-based approach to ongoing development. 

The literature on professionalism, certification, cornpetence and continuing professional 

education is very diverse and not easily accessible. Much of the conceptual and empirical work 

is discipline-specific and published in speciality joumals (Willis & Dubin, 1990). Additionally, 

many of the current programs of professional development have been produced by professional 

organizational or regdatory agencies and are ofien published only in intemal confidentid 

reports. The extensive discussion of these topics in the literature illustrates the interest in the 

field of professions and their continued cornpetence. 

The tendency of professional associations to want to get involved in professionalization of their 

membenhip is growing. It is seen by many associations as an extension of their mandate to 

enhance the prestige of the profession and to generate standards for the profession. 

Credentialing of graduates of volunteer professional association certification programs usually 

involves certification. Of the three types of certification carried out, curriculum-based 



certification is the one used by most associations. Competency-based certification is an area 

that is emerging. The details of the cornpetencies required for certification and the definition of 

competency varies fkom association to association. 

Individuals need to develop the ability to learn if they are to maintain currency of skills. Many 

associations claim that continuing professional education is a means to help membes keep their 

howledge and skills current. Thus, professional associations provide opportunities for their 

members to attend workshops, educational programs and other activities developed by the 

association or others. However, there is littie consensus on how attendance at a workshop 

versus working on producing a newsletter for the professional association contributes to 

professional growth or the life-long leaming capabilities of their members. 



Chapter Three 

Methodoloev 

The goal of the research was to carry out a comparative study of volunteer professional 

associations with respect to their certification programs. Many volunteer professional 

associations have certification processes and each professional association defines 

certification differently. The sîudy is a detailed examination of the certification programs of 

five volunteer professional associations. The leadership of each association was interviewed 

using a standard set of questions (Appendix A) and the membership was surveyed at random 

using association specific surveys. The andysis of the similarities and differences within 

associations and across associations with respect to the questions and objectives outlined in 

Chapter One was carried out. Issues related to sensitivities about the types of questions the 

researcher was pemitted to ask and the availability of association documentation are outlined 

and the limitations they posed on the researcher are discussed. 

A search of College and University calendars and professional magazines surfaced 

approximately eighty volunteer professional associations offenng certification prograrns. A 

letter (Appendix B) was sent to the leadership in each of these associations requesting 

information on their certification process and outlining the research project. A list of the 

associations contacted for information is included in Appendix C. 

Forty-two professional associations responded to the request for initial information. The data 

received was summarized in a database (Appendix D) in an attempt to standardize 

information for cornparison and to facilitate the selection of the associations for M e r  study. 



The goal of the study was to carry out a comparative study of three or four volunteer 

professionai associations that had certification programs leading to a designation. In order to 

ensure that the research would cover as broad a base as  possible, the researcher analyzed the 

initial data against the following criteria: 

1. the number and types of delivery methodologies used by the certification program, 

2. the methodologies for ongoing maintenance of the certification program, 

3. the requirement or lack thereof for ongoing recertification, 

4. the number of certification programs the association sponsors, 

5. the level of development of the certification program such as nurnber of years the 

program had been in place and, 

6. the availability of the courses through various sources. 

The initial investigation, in mid- 1994, of volunteer professional associations' certification 

programs determined that there was a considerable variation with respect to the above 

cntena. The following illustrates the variability found: 

the Ontario Society of Training and Development has informal professional development 

programs, but is in the process of developing a competency-based certification program 

leading to a designation, 

the Human Resource Professionai Association of Ontario offers a full-blown certification 

program (curriculum-based) with defmed courses of study available through colleges and 

universities as well as the Association and an Association-sponsored comprehensive 



certification examination, 

the Canadian Compensation Association and Certified General Accountants Association 

of Canada run certification programs (c~culum-based) with courses and examinations 

that can be obtained only through the Association, 

the Association of Professional Placement Agencies and Consultants provides a 

ctmiculum-based certification program that can be accessed oniy through correspondence 

courses offered by the Association, 

the Canadian Payroll Association offers a curriculum-based certification prograrn 

involving a combination of Association courses offered through correspondence and/or 

cornputer-based study and university/college courses, 

the Institute of Chartered Secretaries and Administrators offers a criterion-based 

Canadian certification program that has been developed outside of Canada, 

the Canadian Public Relations Society Inc. has a criterion-based certification prograrn 

that requires work experience, self-preparation and a society formal examination and, 

the Association of Canadian Registered Safety Professionals offers a criterion-based 

certification program requiring work experience, peer examination and ongoing 

recertification based on a point system. 

Although the literature indicated that criterion-based programs were being phased out, there 

are still a significant nurnber in place. 

M e r  review of the materials provided against the criteria, the following associations were 

targeted for follow up: 



1. The Ontario Society for Training and Development, 

2. The Canadian Direct Marketing Association. 

3. St. John Ambulance, 

4. The Canadian Society of Association Executives, 

5. The Canadian Compensation Association, 

6. The hstitute of Chartered Secretaries and Administrators and, 

7. The Canadian Payroll Association. 

The reasons these associations were targeted for M e r  investigation are as follows: 

The Ontario Society for Training and Development has two professional development 

processes in place and is developing a certification prograrn. The study of the proposed 

OSTD program would provide an opportunity to collect data and analyze issues related to 

initial program development. 

The Canadian Direct Marketing Association did not have a formal professional 

development prograrn but was interested in creating a certification program. The 

concems of the leadership included the amount of resources that would be involved in the 

development and maintenance of a prograrn and the issues around the support of the 

membership. The involvement of this Association in the study would allow data to be 

gathered fiom the membership on their interests and concems in initiating the 

development of a new program. 

St. John Ambulance has a number of curriculum-based and competency-based 

certification prograrns, many of which are safety-related. There is a requirement for 

recertification penodically for al1 their certification prograrns. The involvement of this 

Association in the study would provide data on a certification process that has a long 

history and includes recertification. 



The Canadian Society of Association Execuîives has a c~culum-based certification 

program, which they manage centrally. Participants wite a comprehensive examination 

set by the Association. 

The Canadian Compensation Association is a Canadian section of an Arnerkan 

Association. The curriculum-based certification process was developed in the United 

States and then Canadianized. The courses are only available through the Association. 

No membership in the Association is required to use the designation eamed. 

The Institute of Chartered Secretaries and Administrators is a subset of a similar Institute 

initiated in Great Britain with many such groups around the world. Their certification 

processes are criterion-based. The standards are set by the parent Association with input 

fkom the Canadian group. 

The Canadian Payroll Association has three curriculum-based certification programs in 

place. The Association has developed one course for each program that relates to the 

payroll needs of industry. The participants in the program are required to take the 

Association course as well a defined university or college courses to earn the designation. 

The Association courses are available through correspondence, although one is also 

available through cornputer-based delivery. The Association members are industries not 

individuals. 

Each of the targeted associations was approached in the following way: 

1. a letter (Appendix E) was sent to the individual who provided the initial information to 

thank them and ask if their association would participate in the in-depth research study, 

2. a follow-up phone cal1 was made within a week or two to initiate contact, to confirm the 

interest of the association to participate in the study, to clariS any points and to arrange a 

meeting with an association representative and, 



3. if interest was expressed, a meeting was held with the identified association staff person 

to clarify the scope of the shidy, to determine how the association might participate and 

to ensure that the association Board of Directors was both aware of and had agreed to the 

study . 

The five associations that agreed to participate were The Ontario Society of Training and 

Deveiopment, St. John Ambulance - Ontario Council, The Canadian Compensation 

Association, The Institute of Chartered Secretaries and Administrators in Canada and The 

Canadian Payroll Association. 

The following are the reasons for non participation of the associations who were targeted for 

followup: 

a The Canadian Direct Marketing Association indicated that they lacked the resources to 

work with the researcher and, 

a The Canadian Society of Association Executives had Iost its education contact and was 

not prepared to work on the project until it hired a new one. 

Once an agreement was obtained for participation in the study, interviews of the association 

Leadership (including Manager of Training andor Executive Director and key volunteers 

such as Vice President of Standards or Vice President of Education) were arranged and 

carried out. Al1 interviews, except those conducted over the telephone, were audio-taped and 

transcribed. The initial meeting with the association's contact person was usually also the 

fmt interview. Other key staff or volunteers to be interviewed were identified by the 



association's contact person and interviews were ananged. Each person i n t e ~ e w e d  was 

asked to sign a letter of consent (Appendix F). Not al1 participants in the interview process 

felt it was necessary to sign the letter of consent. Reasons for the refuçd included: ''1 do not 

think it is necessary and 1 would prefer not to". 

The structure of the interview was very open, but a set of standard generic questions was 

developed and used in each interview (Appendix A) to ensure key basic information was 

gathered. Deviation fiom the questions was encouraged to allow the interviewee to talk 

fieely about the association and its certification process. Al1 questions were covered in each 

interview. 

To obtain information fiom members of the association and/or participants in the certification 

process, a survey was designed based on the association's written documentation and the 

information £kom the interviews. The survey, designed to gather information to address the 

objectives of the study, was customized for each association to ensure that it refîected the 

uniqueness and concems of the association. A draft survey was reviewed by the association's 

contact person and other association representatives based on the agreement the researcher 

had with each group. The distribution of the survey commenced when al1 parties were 

cornfortable with its contents. 

Each survey included questions to gather background information on respondents as well as 

information to address the objectives and questions identified in Chapter One. 

In each case, the distribution of the s w e y  was limited to Canada or Ontario depending upon 

the nature of the association stmcture. For example, St. John Ambulance has a national 

structure but the researcher was working with the Ontario C o u d  and the survey was 



distributed in Ontario only. Initially, the s w e y  was sent to approximately thirty members of 

the association or participants in the certification program, in a package that contained 

stamped envelopes addressed to the researcher. This survey was intended to test the 

questions and ensure that the responses obtained would satisQ the objectives. 

Approximately 30% of the pilot surveys were retumed in each case. The exact information 

for each association is found in Chapter 4. Modifications were made to the pilot survey 

based on respondent input or to clarify the question if information gathered in the pilot did 

not reflect the expected response. The modifications were agreed to by the association 

contact. 

The modified survey was sent to a random selection of association membership and/or 

participants in the certification program. The number of surveys distributed was based on the 

size of the membership and association input. The return rate was 30% or greater in each 

case. The data fiom the surveys was entered into a database (Q&A by ~~rnant ic*)  and 

analyzed using the database features. The statistical analysis was done in MSExcel. Data 

that was statistically analyzed was electronically transferred to M S E X C ~ ~ '  h m  Q&A to 

minimize data entry error. 

A report including a summary of the interview and the survey data for each association was 

prepared and sent to the contact person of the organization for comment. Comrnents of the 

association representatives have been included in the thesis, if possible. 

0 Q&& (1 995). California: Symantic Corporation. 
9 B. (1995). California: Microsoft Corporation. 
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Ontario Society for Training and Development 

The Ontario Society for Training and Development (OSTD) is a volunteer not-for-profit 

professional Association of approximately 1 100 members dedicated to setting new standards 

for training and human resource development professionds in Ontario (OSTD, 1994). The 

OSTD was founded in 1946 and has been involved in establishing the standards of 

professional competence for Training and Development professionals. The two professional 

development programs that the OSTD had in place at the beginning of this study were the 

Human Resources Development (HRD) certificate program and the Professional 

Development Accreditation Prograrn (PDAP). The HRD program, designed for individuals 

who are preparing for a career in the HRD field of training, was initiated in 1966 and is 

offered through educational institutions in Ontario. The PDAP was established in 1975 and 

was "designed to provide OSTD members with a means of planning and organizing their 

personal development in the Training and Development field1*". At the time of this study, 

the OSTD was in the process of developing a fomalized certification program. The 

Association leadership identified in its literature that it was applying to the Legislative 

Assembly of Ontario (OSTD, 1994) to become a body with the authority to govem and to 

censure its members with respect to competence, ethics and professional standards, and to 

grant to duly qualified members the right to the exclusive use of the designation "Certified 

Training Development Professional (CTDP)". 

10 in OntarioOntario (1 994). Toronto, Ontario: The Ontario 
Society for Training and Development. 
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At the time the study began, the OSTD had just published the Training Competency Analysis 

( K A )  and the TCA TooUat. The K A  defmes standards of professional practice for 

Training and Development practitioners in five major competency categories. The TCA 

toolkit provides individuals with a methodology to analyze their curent level of competency 

against each category in the TCA and to design a plan to close any identifiable gaps in their 

cornpetencies. The certification prograrn is seen as an extension of the OSTD's PDAP. The 

proposed certification program will require:" 

a successful completion of a written examination on the theories, concepts and practices of 

the profession, 

* successful completion of a demonstration of a ski11 component, such as the design of a 

leaming event or the delivery of a training or group facilitation session, 

making a cornmitment to continuous leamhg and self-development and, 

maintaining OSTD membership on an annual basis. 

Interviews of the Managing Director and the Vice President of Standards and Certification 

were carried out. Permission to conduct a s w e y  of the membership was not granted. At this 

stage of development of the designation prograrn, the leadership of the Association felt that 

al1 communication about the proposed program should corne oniy fiom the OSTD. They 

wanted to ensure consistency in the messages about the certification program. The researcher 

was given permission to interview training and development professionals on the topic. The 

following cnteria were used to select candidates for interviews: 

11 e Pro- & Prof& Des-. (1 994). Toronto, Ontario: n i e  Ontario 
Society for Training and Development. 
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individuals who had been in the field for more than 10 years (two of the four were 

members of OSTD), 

a individuals who were just starting out and in the process of taking courses in training and 

development (2 individuals), 

an individual who had just completed an MEd and was working in the field, but who was 

a member of International Society for Performance Improvement and not OSTD and, 

a an individual who was interested in getting into the field and who had reviewed the TCA. 

St. John Ambulance - Ontario Council 

The Order of St. ~ohn" is the oldest charitable organization in the world and was founded in 

the 1 Ith century when a group of Benedictine monks used an ancient monastery as a hospital 

for Christian pilgrims in Jenisalem. They were officially recognized by Pope Paschal II in 

1 1 13 and becarne known as the Order of the Hospital of St. John of Jenisalem. The 

organization is known around the world for its charitable work in cornmunities. The St. John 

Ambulance national organization in Canada has local councils in each province. The Ontario 

Council with whom this study was cmied out celebrated its fint hundred years of service in 

1995. 

St. John has a number of certification prograrns including: Standard First Aid, Cardio- 

Pulmonary Resuscitation(CPR), Wildemess First Aid, Instructor and Instnictor-Trainer. 

-- pp - - 

l2 -da Ta&. (1 995 Vol. 5, No. 2Eall). Ottawa, Canada: St. John Canada. pp 
8. 
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Only the Instnictor and the Instructor-Trainer certification programs (National Instmctor 

Trainer Development Program - NITDP 1 or II) were analyzed in this study. To participate in 

the NITDP 1 prograrn, an individual must have certification in Standard First Aid and CPR. 

Successfully, completion of the NITDP 1 program is required for consideration to participate 

in the MTDP II program. The details of the requirements to participate in the certification 

program are in Appendix G. 

Instnictors/lnstructor-Trainers, who are certified by St. John, teach CPR and First Aid 

courses for St. John as volunteers or for other organizations such as colleges or corporations 

and are paid for their services. There are organizations such as the Ontario Provincial Police 

and the Military, who maintain a staff of certified Instructors/Instnictor-Trainen to run First 

Aid and CPR prograrns. The Instructors must teach the programs as outlined by St. John but 

can add other organizational requirements that the employer needs. 

In Ontario, there are other organizations such as the Royal Life Saving Society, the Canadian 

Red Cross and the Canadian Heart and Stroke Foundation who provide certification at the 

Instnictor level. The Instnictor certification program in each of these organizations is 

recognized by the other organizations. However, if an Insû-uctor of St. John wants to teach 

for the Canadian Red Cross, it is usually necessary for the Instructor to requaliQ with the 

second organization. This ensures that the Instmctor is familiar with the documentation and 

support materials of the second organization. 

The primary contact for St. John Ambulance-Ontario Council was the Director of Standards 

and Certification for Ontario. Interviews of approximately one hour were carried out with 



three staff: the Director of Standards and Certification, the Co-ordinator of Program Support 

and the Operations Manager for the Metro Branch, and a volunteer who is a senior Instmctor- 

Trainer. A survey to gather information fiom St. John Instructorflnstructor-Trainers was 

designed and reviewed by both the Director of Standards and Certification and the Co- 

ordinator of Program Support. The Co-ordinator of Program Support supplied address labels 

of Instructorfinstmctor-Trainers fiom across Ontario that included new and senior Instructors 

and Instnictor-Trainers. 

Initially, twenty-eight surveys were rnailed to test the survey questions (Appendix H). Al1 

questions in the survey were answered as expected and no cornments or suggestions for 

improvement to the survey were made by the respondents. AAer discussion with the staff of 

St. John, it was agreed to ask (Appendix 1) an additional question on accessibility to 

InstructorAnstructor-Trainer training on the main survey. The number of certified 

Instmctorflnstnictor-Trainers in Ontario that have current certification varies at any time 

because recertification is required every three years to maintain currency. Additionally, in 

1995, a new program for First Aid was launched and ail InstructorAnstnictor-Trainers had to 

participate in an update session by a specified date or they would no longer hold current 

certification. It was estimated that there were 3500 current Instructor/Instructor-Trainers in 

the Ontario database. After discussion, it was agreed to send the survey to five hundred 

current Ontario Insûuctors/Instnictor-Trainers. Again, the CO-ordinator of Program Support 

supplied address labels of InstnictorsAnstnictor-Trainers based on the same criteria used for 

the pilot . The data on retum rates are found in Chapter 4. 

Since al1 the questions on both surveys were the sarne except for the additional question on 

accessibility (#14), data from both the pilot and main survey were analyzed together. 



Canadian Compensation Association 

The Canadian Compensation Association (CCA) is a not-for-profit organization of more than 

1,100 professionals engaged in the design, implernentation and management of employee 

compensation and benefits programs in canada1'. The CCA was established in 1985 and is 

govemed by a Board of Duectors elected from the membership of the Association. The CCA 

is one of five regional offices of the Amencan Compensation Association (CCA, 1994). 

The CCA offers a certification program in the area of compensation and benefits. The 

prograrn consists of nine courses of study (five mandatory and four elective) with an 

examination after each course leading to a Certified Compensation Professional (CCP) 

designation. Courses are only available through the association and were developed by the 

Amencan Compensation Association and Canadianized by Canadian subject matter experts. 

The body of knowledge covered by courses was validated by a research team from Rutgers 

University's Institute of Management and Labour Relations (CCA, 1994). The report is not a 

public report and was not released to the researcher. No explanation was provided. 

The design of the certification prograrn allows individuals to participate in specific courses 

for their own development, take a course and not write the exam, write the exam at a proctor 

centre without taking the course, or take the whole prograrn. Upon successful completion of 

the prograrn, candidates receive a CCP with or without the requirement to become a member 

13 . . on a d  Benefits. Ce on a d  Tmining Se-. (1 994). Kleinberg, 
Ontario: Canadian Compensation Association. 
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of the CCA. 

To participate in the training program, an individual is required only to register and pay a fee 

to take the courses. There is no educationai entry or association membership requirement. 

The primary contact for the Canadian Compensation Association was the Manager of 

Operations. Interviews of approximately one hour were carried out with the Manager of 

Operations, two volunteers on the Board (President and Vice President of Education) and an 

individual who has recently completed the CCP program. The survey to gather information 

fiom the membership andor those participants in the CCP prograrn was reviewed and agreed 

to by the Manager of Operations and the Vice President of Education pnor to distribution. 

The Manager of Operations provided address labels of association members and/or 

participants in the certification program. The candidates for the study were selected fiom the 

CCA database by CCA staff based on the following criteria: individuals who had earned the 

CCP designation andlor were in the process of completing the program; members of the 

association not taking the program and a cross section of candidates fiom across Canada. To 

test the survey, thirty pilot surveys (Appendix J) were mailed out with retum stamped 

envelopes addressed to the researcher. One respondent suggested that the questions asking 

for feedback on objectives, testing and accessibility (questions # 1 1 to 18) be changed from a 

"yeslno" response to one that had a scale. The scale would allow respondents to select a 

score representing their answer (Appendix K). Afier discussion with the Managing Director 

of the CCA, this change was made for the main survey. The main survey was sent to 300 

CCA members and/or participants in the CCP prograrn using the same criteria for the 



selection of candidates used for the pilot. Data on the retum rates are in Chapter 4. 

The Institute of Chartered Secretaries and Administrators 

Overview 

The Institute is an intemationally recognized body of administrators and advisors in corporate 

mattersl'. It was founded in Great Britain in 1891 to provide a professional qualification for 

Corporate Secretaries. The Institute has a world-wide membership of 45,000 full members 

plus 21,000 student members. In Canada there are approximately 1,300 memben. The first 

Canadian Branch was established in 1920, and the Institute was incorporated federally in 

1957. The Institute of Chartered Secretaries and Administrators ([CSA) is the only 

organization in Canada o f f e ~ g  a professional designation for corporate secretaries and 

administrators. The professional designations are Associate (ACIS) and Fellow (FCIS). The 

candidate for the designation applies to ICSA and progresses through an accreditation 

program called Program 2000. 

For admission as an Associate and/or as a Fellow, a candidate mustlS: 

successfully complete Program 2000 

hold an appropnate position at the time of application 

for an ACIS: have at least three years relevant work experience 

for an FCIS: have at least eight years relevant work experience, three of which should be 

l4 7000. (1995). Toronto, Ontario: Institute of Chartered Secretaries and 
Administrators in Canada. 

15 Prom;im 2000. (1995). Toronto, Ontario: Institute of Chartered Secretaries and 
Administrators in Canada. 
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at the senior level as a corporate secretary, assistant or deputy corporate secretary, or 

equivalent executive administrative position. 

The ICSA Program 2000 requires a candidate to have an undergraduate degree fiom a 

University recognized by the Association of Universities and Colleges of Canada or a 

professional designation such as CMA, CGA, CA or LLB. Individuals who hold one of 

the above degrees may be required by the Institute to take courses in one of the following 

three streams: business administration, federaVprovincia1 government and 

locaVmunicipal government. The courses are available through the Institute at various 

locations throughout the country. The criteria used to analyze a candidate's application were 

not available as a public document nor were they released to the researcher. If an individual 

holds a degree other than the ones identified by the Institute he/she may be required to 

complete courses in the three strearns listed above plus two additional courses: management 

of information systems and organizational behaviour. Ail courses taken at a university or 

college must be pre-approved by the ICSA. 

There is a special entry scheme for election to FCIS. Candidates for this scheme must have 

an approved academic qualification, practical expenence of appropriate character and 

duration including a minimum of ten years experience in a position of senior administrative 

capacity, and a minimum age of 33. These candidates have three options that include to: 

1. write Institute's final examination on Corporate Procedures or, 

2. attend a Professional Interview or, 

3. prepare a thesis of 3,500 and 4,500 words on a subject relevant to the candidate's 

experience. 



A discussion about the association and the professionai program was carried out by telephone 

with the Executive Director. She indicated that the Institute standards were set by the United 

Kingdom group and that the role of the leadership in Canada was to develop a recognition of 

the designation in Canada. She noted that questions on who set standards would initiate 

discussion in the organization which the association leadership was not prepared to address. 

The standards are set internationaily with input fiom Canada, but the Canadian group did not 

have control over the standards. Additionally, she indicated that the question on 

recertification was not appropriate and asked that it be removed from the survey. 

Initially, 30 surveys (Appendix L) were distributed as a pilot to a random sample of 

association members using the membership list given to the researcher by the Executive 

Director of the Institute. No changes were made as a result of data collected during the pilot. 

Thus, the sarne survey was distributed to three hundred members of the Institute. Data on the 

r e m  rates are in Chapter 4. 

Canadian Payroll Association 

The Canadian Payroll Association (CPA) is a national trade association whose mission is to 

provide payroll leadership through education and advocacy. The CPA, founded in 1978, 

represents the interests of over 3,000 member companies. In 1985, the CPA introduced the 



Payroll Management Certificate Program (PMCP). The PMCP is a mdtilevel training 

program designed to increase the level of knowledge and professionalism in payroll 

administration and management. 

The CPA Payroll Training program consists of three levels. One course in each level is 

offered through the Association and the other courses are available through Universities and 

Colleges. The Association course on Introduction to Payroll is offered through two options, 

correspondence for al1 courses and cornputer-based delivery. The cornputer-based delivery 

option for Intermediate Payroll and Payroll Management is scheduled for hiture 

development. All students in the program are subject to the same examination schedule. The 

"challenge option" allows students who believe they have suficient experience in the coune 

topics for a particular level to write the final examination for ail CPA courses without 

subrnitting assignments. Challengers mut obtain a grade of 60 percent or greater as 

compared to the 50 percent passing grade required in the correspondence or computer-based 

option (CPA, 1995). 

Based on my initial proposal to the association, a meeting was arranged with the Manager of 

Training and a Marketing Manager to discuss details of the steps involved in the research. 

During this meeting, the certificate program details were clarified, and it was identified that 

the members of the CPA were not individuais but companies. The candidates for the s w e y  

were defined as the students taking the payroll courses. The staff of the CPA stated that up to 

10,000 students had participated in their courses in the last 10 years. It was decided to target 

students on the program during the past two years. 



M e r  these discussions, the Manager of Training took my proposal to a Board of Directors 

Meeting to get their permission to proceed with the survey. The Board agreed to allow the 

survey under the following conditions: the association staff would put address labels on the 

surveys as the association wanted to control access to their student database and a letter 

(Appendix M) f h m  the association wouid be added to the survey to clarify the activity. 

Initidly, 30 surveys (Appendix M) were mailed out to test the instrument. Question 7, which 

asked for the nurnber of courses completed toward a designation, was not answered with a 

number but a check mark. To ensure that the expected response was received, the question 

on the main survey (Appendix N) was changed to ask for the nurnber of CPA and the 

nurnber of college and university courses that had been completed. Afier discussion, the 

agreement was to send 500 surveys to students in the CPA certification prograrn in the past 

two years. Data on the return rates are in Chapter 4. 

Five professional associations agreed to participate in the study. The OSTD has just begun to 

create a competency-based certification prograrn. They were agreeable to interviews of some 

of their membership but did not want a survey sent out. St. John Ambulance agreed to a 

shidy of their members who are Instnictor or Instructor-Traines. Their program is a 

combination of curriculum-based for the adult education portion and competency-based for 

the skills. The Canadian Compensation Program and the Institute of Chartered Secretaries 

and Administrators both run a prograrn that was created in other countries and that has been 

modified to meet Canadian needs. The CCA prograrn is curriculum-based whereas the ICSA 

program has moved recently fiom a critenon-based to a curriculum-based prograrn. In the 

CPA association, the membership is companies not individuals. Representatives fiom 



organizations have formed an association to meet their needs and one of the products is their 

certification program. Many individuals take only the three association specific courses and 

do not complete any of the certification programs. 



Chapter Four 

Data on the certification prograrn of five professional associations (OSTD, St. John 

Ambulance, CCA, ISCA and CPA) were gathered using interviews of key association 

staff and rnembers as identified as well as surveys of association rnembers or participants 

in the certification program. The questions used for the interviews are illustrated in 

Appendix F and the surveys, customized for each association, are in Appendixes H, 1, J, 
K, L, M, N and 0. The interviews and survey results were analyzed based on the 

questions and objectives in Chapter One under the headlligs: certification process, 

participation in the certification program, certification program requirements, standards, 

accessibility and contiming education. AU associations were analyzed in the same way 

except the OSTD. OSTD is in the process of developing a certification prograrn and only 

interviews were carried out. The development of the certification program was 

emphasized in the interviews and is included in the analysis. 

. * 
etv for Tra-nd Develment  (OSTD) 

Interviews of the Managing Director, Vice-President of Standards and Accreditation and 

three individuals who are involved in training in business, education and a student of the 

Training and Development program at Ryerson were carried out. 

Note 1: The percentages in Table 4-2 to 4-6,4-7 to 4- 10,4- 12 to 4- 1 3,4- 1 5 to 4- 1 8 

and 5-1 to 5-8 do not add to 100 as participants were asked to respond to al1 
items that applied to them. 

Note 2: Not al1 participants answered al1 questions. The total respondents to a 

question appears in the table as total respondents. 



The OSTD serves a very diverse population involved in providing training activities to a 

diverse clientale. The membership of OSTD tends to be entry level in the trainuig 

profession and involved in the delivery of training in a wide variety of areas including: 

management training, technical training, software training, consulting on training needs, 

on-the-job training and management of training. The membership tends mainly to 

include individuals who are involved in the delivery of training. Senior level training 
professionals who tend to be involved in deciding how training will occur usually drop 

out of the OSTD and look to other professional organizations, such as the International 

Society for Performance Improvement, to meet their needs. 

Background 

OSTD initiated the development of a certification program leading to a designation 

because it is committed as a professional association to the professionalization of hainers. 

The association leadership believes that the creation of a certification program with 

documented cornpetencies will: 

increase the credibility of trainers with employers and the government, 

help employers assess the capabilities of potential candidates for trainers when hiring 

and, 
provide employers with a means of evaluating and maximizing the use of their training 

staff. 

The Association leadership believes that the training profession would become self- 

goveming as a result of defining the standards of the profession. In order to maintain their 

designation individuals would be required to have current membership in OSTD. The need 

to retain a signifiant number of members is as important for OSTD as it is for any other 



voluntary professional association. The fun& needed to run the office, pay staff and develop 

professional programs corne fiom the fees of the membership. According to the Vice- 

President of Standards and Certification, OSTD will need a mechanism such as a continuhg 

education point system to ensure certified individuals keep up-to-date in the field. The 

proposed certification program has no proposed formal recertification process. 

The leadership of OSTD acknowledged that once the business community accepted the 

validity of the certification program, access to some training jobs would be restricted as 

employers would require the designation. However, as the designation is not a licence to 

practise the profession, individuals without the designation will not be denied the right to 

work as trainers. Trainers, some of whom are members of OSTD, have expressed concem 

about the development of a certification process. They are womed that the certification 

program will result in the need for a licence to practise the training profession. 

There was no push from the membership to create a certification process, as many members 

were concemed about the trernendous expenditure of resources and energy that would be 

needed to develop and maintain a certification program. One member of the OSTD Board 

was keenly interested in taking on the task of developing a certification program, and the 

Board agreed to begin the process if the financial resources could be obtained. Support was 

obtained fiom the Ontario Training and Adj ustment Board and consultants were hired to do 

the work. 

Why should OSTD and not some other training group develop a certification program for al1 

trainers? OSTD is the oldest, largest and most broadly based training organization in 

Canada. As an organization, it has credibility with individuals, with other professional 

organizations and with the govemment. For example, when the Ontario Training and 

Adjustment Board (OTAB) was formed, OSTD was extensively consdted on how things 
should be shaped. OSTD has the organizational and financial suppoa needed (membership 

of over 1000 and an office staff of three) to venture into this type of work. Other training 

associations such as the International Society for Performance Improvement - Toronto 



Chapter and the Organizational Development Network - Toronto Chapter, tend to be 

specialized in nature, with smaller memberships and no permanent office M. 

Program Development 

Very few people set out in their career to be a trainer. Mmy trainen are subject matter 

experts who end up training for a short penod of tirne. However, the leadership of OSTD 

wanted training to be perceived as a profession that people aspire to as a career and not 

simply as a "stop-gap" on the career ladder. There are a number of universities offering 

degrees in Adult Education and a number of institutions have diploma programs in Training 

and Development. However, according to the Vice President of Standards and 

~ccreditation", there is no path and no univenity program Ieading to a degree in training 

and development. The development of a professional certification program would provide 

individuals and employen with the tools to help them develop in the areas of training and 

development and in the management of the training function. 

To determine if there were certification programs available for trainen in other countries? a 

number of research activities were carried out. Initial surveys of the training field, 

internationally, showed that there were no professional competency standardst6. The 

Amrican Society for Training and Development (ASTD) had defined a Mode1 for 

Excellence for trainers but has not developed a certification process. Under the sponsorship 

of the Ontario Training Corporation (OTC), OSTD cornmissioned a study that looked at the 

worldwide state of performance standards for trainers to ensure their efforts would not be 

redundant. They found nothing existed except the ASTD matenal, which was too detailed 

and which did not define cornpetencies of trainers in behavioural tenns. 

l 5  Interview with Vice-President of Standards and Accreditation. (1 994). 

l6 Wilson, David, N. (1992). An Perspective orner Com~etencies, 

dards Ce- Toronto, Ontario: A Report for the Ontano Training 
Corporation. 
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Research on best practices was initiated. The results indicated that organizations were aware 

of best practices such as needs assessrnent but found that people and organizations did not 

practise them. As there were so few exarnples of best practices in use to build on, OSTD 

began a process to develop them. 

To initiate the OSTD's work on the certification program, a representative of the OSTD 

Board made an information presentation at the 1993 OSTD aflllual general meeting, held 
public forums and outreach efforts with OTC and solicited opinions from the training 

community on the topic. Generally, there was ovenvhelming support for the concept at the 

meeting. The main concem expressed about the development of a certification program was 

the objection to testing the knowledge of trainers rather than their performance. Trainers 

were "doers" and the testing of competency ought to permit the trainers to demonstrate their 

worth and qualifications. 

To gain support in the training community for the development of a certification process, a 

number of presentations were made to the International Society for Performance 

Improvement (ISPI), Toronto Chapter and an article was published in News and Notes (a 

publication of the International Office of ISPI) in November/December 1993 on the topic. 

The feedback fiom the ISPI membership was split, with many ISPI members stating that 

there was no way OSTD shodd be the organization responsible for any certification for 

trainers. 

To begin the development of the certification program, The Competency Analysis for 

Trainers (CAT) was reviewed. The CAT is a self-assessrnent tool, developed by OSTD in 

1975 and updated in 1987, that was the basis for the Professional Development Assessment 

Program for trainers. The consultant group hired to develop the certification program used 

the CAT as the starting point. They prepared a proposal for the OSTD Board which was 

accepted, and then went on to produce the product. The output of the work of the consultant 

group was the Training Competency Architecture (TCA) that defmed competencies and a 

toolkit that provided a methodology for self-assessment. The draft K A  was reviewed 



extensively using focus groups of representatives fkom large and small companies, trainers, 

organized labour, community groups and union representatives. No defïned 
trainingleducation program for learning the competencies was developed. 

Program Maintenance 

The Vice-President of Standards and Certification for OSTD stated in his interview with the 

researcher (1994) that there was a need to be ready to update the process yearly. His concem 

was that, in the past, the organization has been unable to review periodically programs such 

as the Human Resource Development Cextificate (HRD) Program. The OSTD has decided 

that the program does not reflect the needs of the training community of the 1990s. As a 

result, OSTD is walking away fiom the HRD program (a curriculum-based program 

developed in 1966) with the introduction of certification. According to the Vice-President of 
Standards and Certification, the resources to carry out this type of update will require the 

contracting of someone to do the updating. The development of the TCA was expensive and 

ongoing maintenance will also be expensive. There is a need to ensure that the fee for the 

examination has a built-in component that goes directly to a îund for ongoing updating. 

Introduction of the Certification Program 

After the initial announcement of the availability of the Training Competency Architecture 

(TCA), there was a lot of interest that came rnostly from organizations who saw the TCA as a 

management tool. Some colleges and universities staffresponsible for courses in training 

have expressed an interest in the TCA. The competencies listed will be used as a basis for 

designùig or updating their training and development course material. The Vice-President of 

Standards and Certification (interview, 1994) indicated that a great deal of interest has been 

expressed by other training associations in the United States as well as in other countries. 

The Managing Director stated that OSTD is committed to the process of certification 

(interview, 1994). The OSTD leadership is Iooking for ways to get more of the membership 



involved in the next steps of the process. From her point of view if a "member was not 

prepared to be part of the professional association that promotes a certification process, then 

perhaps OSTD is not the professional organization for them"" 

Recertification 

There is no forma1 recertifïcation process in the OSTD certification prograrn. To be able to 

continue to use the designation once eamed, the individual will have to maintain curent 

membership in OSTD. The Vice-President of Standards and Certification indicated during 

his interview that there may be a need to create a formal continuhg education prograrn for 

individuals who are certified. However, in his opinion, this type of development will not 

occur sometime in the friture. 

The expectation of the leadership of OSTD is that the following groups of individuals will be 

interested in participation in the certification prograrn: 

individuals who are new to the profession and who are looking for developrnental 

opportunities, 
individuals who are looking to move into the field of training and who want credentials to 

prove their abilities with potential employers and 
a individuals who have been in the field of training but who have no credentials and who 

want to round out their knowledge base. 

17 InteMew with Managing Director of Ontario Society for Training and Development. 

(1 994). 
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The proposed process for certification based on the TCA is to include a comprehensive 

knowledge examination and a skills test, neither of which has yet been developed. As an 

organization, OSTD is not concemed about how the individual achieves the competencies 

defined in the TCA. They will be looking to others, such as colleges and universities to 

provide the training and to become acknowledged tsst centres. In addition to demonstrating 

the achievement of the competencies, individuals will be required to have two years of 

s u p e ~ s e d  practice before they can be certified. The process, including the experience 

component, is consistent with other professional associations such as Certified Management 

Accountaats and Certified General Accountants Association. There will be no 

grandparenting of individuals who have been in the training field for years. The completion 

of both the knowledge and skill components will be required for certification. 

OSTD has created a competency-based certification prograrn and documented its 

development and requirements in the TCA. The competency categones required include: - analyzing performance/training needs, 

designhg training, - ins~cting/facilitating, 
r evaluating training and, 

r coaching the application of training. 

There was a significant amount of input fiom recognized training professionals in the 

development of the TCA. Using the toollcit, individuals c m  assess their own competencies 

and plan a professional development prograrn to fil1 the gaps. Colleges, universities and 

other professional development institutions provide a basis on which to develop courses of 

study . 



The OSTD will not be requiring individualsi to participate in any specific training or 

education prograrn. The only requirements for certification will be the successful completion 

of a knowledge examination which will be proctored through examination centres and of a 

performance requirement the details of which are yet to be deterrnined. The leadership does 

not anticipate any accessibility issue with the certification program. 

. . 
on-du- 

The OSTD offee its membership ongoing workshops on current topics. The fiequency of 

these varies and is based on demand. Various workshops are offered more than once. 

Additionally, the OSTD offers an annual two day Conference which is usually attended by 

four to five hundred members and non-members- 

Although interested as an association in a professional certification program for its 

membership, the OSTD leadership did not take on the job until it was able to obtain the 

resources, both human and financial, to manage the task. Additionally, it had a champion on 

the Board who was prepared to see the process through. There is more that one professional 

association for trainers in the comrnunity. As was to be expected (Bamhart, 1994), the issue 

of why OSTD should take the leadership has arisen. However, as an organization it has 
pushed ahead, creating standards with input from the training community and publishing 

public documentation on these standards. At this time, OSTD is preparing to develop the 

assessrnent tools. The organization is aware of the cost in dollars and human resources to 

cary out the task but is continuing to rnove forward. 



A mernbership survey was conducted by OSTD in the fdl of 1995 to gather information on 

the future direction of the organization. The leadership used the survey as a means to gather 

information on the work done on certification. Eight out of ten members wanted OSTD to 

actively market the Certified Training Professional Designation and to take a more proactive 

leadership in the development of Training and Development standards and ~ o m ~ e t e n c i e s ' ~  

Issues Related to the introduction of the New Program 

niere are a number of issues about the certification that have been raised by the OSTD. 
First, there are a number of community-based organkations in the Toronto area that are very 

involved in training and are interested in a certification process to develop skills in their 

trainers. They do not have the resources to create one themselves and their leadership sees 

the OSTD program as valuable. However, they are concemed that their membership would 

have to become members of OSTD and pay additional fees to participate in the certification. 

Most individuais would not want to belong to two professional associations with its added 

cost. Secondly, training is often not a life-tirne position. Employers ask individuals who are 

subject matter experts to take on a training role for a specific period of tirne. If these 

individuals earned a designation, they wodd need to maintain membership in OSTD to 

continue to use the designation. Thirdly, potential candidates for the certification program, 

when interviewed, expressed concem about the qualifications of individuals who set 

standards for the profession. 

The leadership of OSTD is aware of these issues and is looking for ways to deal with the first 

one. A possible solution may include the selling of the certification program to other 

training organizations and collecting a fee for generic testing on the training cornpetencies. 

The Managing Director stated that OSTD needs to "partner with other training organizations 

if it is going to be successful in the introduction of the certification program". In order to 

18 mdateL (1 995). Ontario Society for Training and Development, November/December, 

Number 5, p. 4. 
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support the introduction of the certification program, OSTD must maintain its membership; 

to do that it has to meet the needs both of its members and of the training community. 

Partnering with other associations may be the answer. Certification is a product, a marketing 

tool good for the consumer. As an organization, OSTD believes it can make money on 

certification and also service the training community. 

The Director of Standards and Certification, the Co-ordinator of Program Support, an 

Operations Manager for the Metro Branch and a senior Instructor-Trainer were interviewed 

using the questions in Appendix F. Although St. John Ambulance has a number of 

certification programs, the study was limited to those for Instructors and Instmctor-Trainers. 

To register and participate in an Inshuctor or Instructor-Trainer certification program, 

candidates are required to meet the critena outlined in Appendix G. During the program, 

participants are required to: 

demonstrate a selection of CPR and First Aid skills to defmed siandards. 

successfully complete a wriaen examination on knowledge related to adult education 

and, 
make a presentation that incorporates adult education principles. 

After successful completion of the above and pnor to receiving their certification, the 

Insûuctor or Instnictor-Trainer must be monitored by another Instructor-Trainer using a 



standard monitoring fonn when teaching his or her first course. Every three years, 

individuals must take a recertification course to maintain their designation. 

Program Development 

The bulk of the program development is done at the National Headquarters of St. John 

Ambulance, where minimum program standards are set for the Canadian Program. Each 

provincial council can add to these minimum standards based on local needs. Ontario, with 
the largest number of Instnictors, tends to be more particular and Iess flexible in the 

requirements for Instnictor/Instnictor-Trainer training. The D irector of Standards and 

Certification and the Co-ordinator of Program Support identified that there was no set 
procedure for the development of certification programs, and that updates were done when 

needed and when resources were available to do the work. 

The history of the original development of the Instnictor and Instnictor-Trainer program was 

unknown to the staff members interviewed. Approximately four years ago, the Ontario 

Council gathered together a number of Instmctor-Trainers who had perceived expertise in the 

areas of instructor training to update the Instnictor program. In a one-day workshop, the 

Instructor-Trainers drafted an outline for a new Instructor course and filled in the details 

using materials they had brought with them. At the end of the day, the Director of Standards 

and Certification took the work that had been done and had it typed. m e r  some review, the 

new materials were piloted in an Instmctor course, updated and submitted to National 

Headquarters to be considered as the course for the country. The updated materials were 

adopted nationally. 



Program Maintenance 

The certification program is updated periodically based on need and resources, as previously 

discussed. Instructors are monitored at each course taught, and if issues &se, the Director of 

Standards and Certification for Ontario is responsible for dealing with any cornplaints about 

Instnictors fkom students or the public. If a cornplaint is received, a review is carried out. If 

the outcome of the review is the removal of Instructor certification, the Instructor can make 
an appeal to a S t  John appeal committee. If the appeal cornmittee agrees to remove the 

Instnictor's certification, the Instructor is sent a letter signed by the Executive Director of St. 

John Ambulance and the Director of Standards and Certification stating that their 
certification has been withdrawn. Some individuals require the Instructor certification for 

employment and this type of action may result in job loss. There is the possibility for appeai 

to the court system. The Director of Certification and Standards indicated that in five years, 

she has been involved in the removal of only one Instructor. 

Recertification 

Every three years, each Instructor and Instructor-Trainer is required to recertiQ by 

participation in a course and the successfid completion of a written and skills examination. 

None of the interviewees knew why the fiequency of recertification was every three years. 

As far as the staff of St. John were aware, no studies have been done in this area for First Aid. 

CPR skill-retention studies have illustrateci that within six month of training, an individuai's 

skills detenorate by 50%. Based on these shidies, CPR recertification on basic skills has 
been set at once per year. 

ation in the Ce 

Individuais who participate ir. the Instructor and Instructor-Trainer certification prograrn 

include: individuals who do volunteer work for St. John Ambulance in their community 



based programs such as the Brigade and individuds fkom businesses such as the police, 

mining, f i e  and medical where First Aid and CPR programs are required. 

Certificatipn Pro- Re- 

The prerequisites for participation in the Instmctor certification program are a 

recommendation from a St. John Ambulance representative, a valid First Aïd certificate and a 

current CPR certificate. The prerequisites for participation in the Instructor-Trainer 

certification program are a recommendation fkom a St. John Ambulance representative, a 

valid First Aid certificate, a current CPR certificate and a valid NIDTP Instmctor certificate. 

Standards 

A St. John Ambulance medical comrnittee and prograrn cornmittee at a national level set new 

skills standards with input fkom provincial staff and volunteers. The knowledge and ski11 

requirements for the First Aid components are reviewed periodically by the National Medical 

Cornmittee. Based on changing medical practice and feedback fkorn members of St. John 

Ambulance, changes are made to the program. The CPR component of the program is 

reviewed by an international medical comrnittee every five years. The changes proposed by 

that cornmittee (based on changing medical practices and feedback from Instnictors and 

Instnictor-Trainers) are incorporated into the prograrn. St. John Ambulance, dong with other 

organizations who teach CPR, are required to adhere to the international standards. The 

standards for the Instmctor and Instructor-Trainer components of the program (teaching using 

adult learning principles, coaching skills and communication skills) have been identified and 

docurnented by various education committees over the years. The most recent update to 

these standards was described under prograrn developrnent. 



Courses for certification and recertification of Instructors and Instructor-Trainers are offered 

through the Provincial office. The program design requires the htructor and Instnxctor- 

Tmuien courses to be controlled centrally through the Toronto office and nin only when 

demand is sufficient. The Program Co-ordinator and the Lnstnictor-Trainer intervieweci 

identified the ability of St. John to offer courses across the province where and when needed 

as an issue. Individuais requiring certification are often required to travel to larger centres 

such as Toronto and London and to incur signifïcant costs to participate in the training 

sessions. In some cases, the training sessions are cancelled due to the lack of registered 

participants. Recertification courses for instructors are not always available when their 

recertification is required. In many areas of Ontario there are few or no Instructors. This has 

been a concem of the leadership of St. John Ambulance but at this time they have not been 

able to address it. 

Update training for Instnictors/lflstnictor-Trainers on any standard changes is mandatory 

When "First On The Scene" was introduced in 1995, al1 Instnictors and Instructor-Trainers 

were required to take an update course on the new materiais by a specific date. Provincial 

Council controls the updating process by ensuring that only those InstructorslInstructor- 

Trainers who have participated in the training by a specified date maintain their certification. 

St. John Ambulance Branches authorize al1 training courses and control the distribution of 

certificates for candidates who have completed St. John Ambulance courses. Thus, if an 

Instructor organizes and teaches a course without St. John's permission, the participants in a 

course wodd not receive certificates. 

Ontario is divided into areas, each of which has a group of Instnictors and Instnictor-Trainers 

who provide training in courses such as Standard First Aid and CPR. The Metro Branch has 
an Instmctor Development Committee that has developed a guide for new Instnictors and has 



organized professional development sessions for Metro Instnictors. Instnicton and 

Instnictor-Trainers of the Metro B a c h  are required to participate in a minimum of one 

professional development session per year if they wish to be maintained on the Metro list as 

active Instnictors. There are a large number of different programs nin by St. John. 

Instmctors can develop professionally by taking other skills courses such as Wildemess First 
Aid, which they cm then teach. 

. . . .  
ntano D m o n  Survgy Data 

The data collected by survey of St. John Instnictors and Instmctor-Trainers was analyzed 
under the heading identified in the introduction to Chapter 4. Table 4-1 illustrates the rate of 

r e m  of the surveys. The pilot survey tested the instrument to ensure the questions were 

answered and that the answers reflected the data the researcher had set out to collect. 

Question 14 was added to the main survey to collect data on the perceived accessibility of the 

program to the respondents. Al1 other questions were the same both on the pilot and main 

surveys. The rate of return of 34% was considered good by St. John who have had difficulty 

getting responses fiom Instructors and Instructor-Trainers on their surveys. 

Table 4-1 

Survey Results 

1 pilot I 28 I l 1  I 39 

Survey 

1 Total 1 528 1 180 1 34.1 

Number 
Distributed 

Main 

Number 
Returned 

500 

Percentage 
Returned 

169 33.8 



Recertification 

Over 90% of respondents indicated that recertification is important because it ensures that: 

Instnictors are teachùig current skills and knowledge, 

r standards of practice are maintained and, 

an opportunïty is created for individuals to learn and share ideas (Table 4-2). 

When reasons for recertification were analyzed against years of experience of Instnictors, the 

overwhelming reason, regardless of years of expenence of the respondents for mandatory 

recertification (greater than 89% for al1 age groups except ages 18 to 29), was to maintain 
standards. The same response was obtained when the data on recertification was analyzed 

against age. 

Table 4-2 
Recertification of Instructors/Instructor-Trainers 

1 Ensure îhat Instructors/Instructor Trainers are teaching 1 96.5 1 

Reasons why receMication is important 

1 current skills and knowledge 1 1 

Perceotage of 
Respondents 

Creates an oppomuiity for individuals to leam and share 

ideas with each other 

Ensures that certain standards of practice are maintained 

TOTAL RESPONDENTS = 173 I 96.1 

93.1 



Background of Respondents 

Fi@-seven percent of the respondents were NIDTP Instnictors and 35% were NIDTP 
Instnictor-Trainers. Over 35% of the respondents had greater than 9 yean experience as an 

Instructor and on the average they taught between 16 and 23 courses per year. Accessibility 

to trainhg and recertification was an issue for 24% of the respondents but 88% felt confident 
to provide training after completion of their certification program. 

Reasons for Participation 

The main reason (Table 4-3) identified for participation in the Instmctor/Instnictor-Trainer 

certification program was to make a volunteer contribution to the community. The St. John 

Ambulance organization is based on volunteensm. 

It has developed a Brigade system in which individuals are trained in First Aid and CPR. 

The Brigade members volunteer their time at comrnunity events and disasters to provide 

support and aid to those individuals in need. Generaïly, individuals volunteer to work in one 

of St. John's programs and take the certification program @aid for by the Brigade) in order to 

be qualified for the volunteer program. The second most identified reason for participation in 

the certification program is that certification is required for employment (Table 4-3). There 

is a mandatory requirement for First Aid and CPR skills in a nurnber of jobs such as mining, 

policing and firefighting. Many organizations prefer to have individuds on staff who can 

teach these requirements to their employees because they can tailor the training to the 

specific job or they can do traùùng in "down-time" on the job. 



Table 4-3 

Reasons Why Respondents participated in the Instructorflnstructor- 
Trainer Training of St. John Ambulance 

1 80 (1 00%) of respondents 

Reasons 

1 1 Respondents ( 
Respondent wanted to make a volunteer contribution to hidher 

community including Brigade. 

1 Certification required for employment 1 51 1 
- - - 1 Respondent wanted to develop additional skills for hiture e m p l o y m e r  

1 Respondent believed hdshe could eam extra money fiorn teaching. 1 35.6 1 

The third and fourth reasons identified (Table 4-3) were to develop additional skills for future 

employment and to earn extra money nom teaching. The requirements for employment in a 

job such as fuefighting include having current CPR and Fust Aid certification. Many 

potential candidates for these types of jobs feel that behg certified to teach these 

qualifications gives them an extra qualification in a difficult job market ". This reason was 

identified rnainiy by respondents in the age range of 19 to 39. Since the demand for 

certification at the First Aid and CPR level is high in many job categories, there are 

opportunities to teach for St. John Ambulance, the Cornmunity Colleges and private trainers 
who are involved in providing training in the marketplace. The availability of employment 

provides individuais with the opportunity to earn extra income. Respondents in the age range 

fiom 30 to 49 in particular noted this as a reason for certification. Other reasons identified 

19 Discussion with an Instnictor-Trainer. (1 994). 

78 



for participating in the Instnictor/Instnictor-Trainer certification include: enjoy teachmg 

(1 1.7%) and the desire to keep skills current (5%). 

Table 4-4 

Prerequisites for Admission to St. Jobn Instructor 
Training Program 

A recommendation fiom a St. John 

Representative 

Actual Prerequisites for Admission to 

the Inshictor Progmm 
percentag, of NIDTP 
Instructor Respondents 

A current CPR certificate 1 84.2 

A valid First Aid certificate 

Perceived prerequisites to participate in 

Instructor the program 

93.7 

Previous teaching expenence 1 12.6 

A valid NIDTP Instnictor certificate 

A valid Health Care certificate 1 2.1 

13 

TOTAL RESPONDENTS = 95 1 
An analysis of the requirements the respondents felt they required to participate in the 

InstnictorAnstnictor-Trainer trainhg indicated that the docurnented requirements for 

participation are not clear. The prerequisites for the NIDTP Instnictor program include a 
valid St. John Ambulance Standard or Advanced First Aid certificate issued within one year 
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Table 4 4  

Prerequisites for Admission to St. John 
Instructor-Trainer Program 

Previous teaching experience 

Actual Perquisites for Admission to the 
Instructor-Trainer Program 

A recommendation fkom a St. John 

Representative 

-- - - - - 

A valid First Aid certificate 

Percentage of NIDTP 
Instructor-Trainer 
Respondents 

77 

A current CPR certificate 

A valid NIDTP Instructor certificate 

Instnictor the program 

- 

I 
-- 

A vaiid Health Care certificate 

1 TOTAL RESPONDENTS = 35 1 1 

of the course commencement, a current Level C CPR certificate issued within one year of 
course commencement and a recommendation of a St. John Ambulance representative 

indicating that the individual is capable of meeting course objectives and fulfilling the 

responsibilities of the position description. (See Appendix N). For the Instnictor-Trainer 
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program, in addition to the Instmctor program prerequisites, the candidate requires a current 

NIDTP Instructor ~ e ~ c a t e .  The data in Table 4-4 indicates that only 43.2% of respondents 

thought a recommenciation fiom a S t  John Representative was required for participation in 

the Inseuctor prograrn and 72.9% believed that a valid First Aid certificate or current CPR 
certificate was required for the Instructor-Trainer program. 

As identified both of these requirements are mandatory. It would be expected that at least 
90% of respondents would have identified these requirements as necessary, considering they 

are required to recertifi every three years and m u t  review the requirements and be tested on 

the requirements at that tirne. 

Requirements for Successfid Completion of Certification 

To successfully complete the NIDTP Instmctor or Instnictor-Trainer program and receive 

certification, candidates must demonstrate some Fint  Aid and CPR skills, participate in 

group work to the satisfaction of the uistnictor-Trainer, do a presentation on an assigned 

topic using the principles of adult education discussed in the course and be successfully 

monitored by an Instnictor-Trainer uçing the required monitoring procedure. Instnictors are 

monitored on a First Aid and/or CPR course and Instructor-Trainers are monitored on an 
Instructor course. 



Table 4-5 

Requirements to Successfuiiy Complete 
the Si. John NIDTP Instructor Certification Program 

Actual Requirements 

Percentage of NIDTP ~ 
l Instnictors 

Prepare and deliver a presentation on a relevant 

topic to the satisfaction of the Uiscnictor 

1 Perceived Requirements 1 
( Demonstrate al1 the rkills of First Aid and CPR 1 87.5 

Demonstrate al1 the skills of the Health Care 

program 

The need to demonstrate First Aid and CPR skills during the certification program was 

undentood by the participants in the program (Table 4-5 and 4-5a). This is not surprising, as 

the participants are preparing to teach these skills and m u t  corne to the certification program 

prepared to demonstrate them (Appendix G). The question on the survey was not well- 
worded, as it implied that all CPR skills must be demonstrated and in fact only some are 
required. The pilot results did not show this and the problem may have resulted in the less 

than 100% confirmation of the requkement. 



Table 4-5a 

Requirements to Successfully Complete the Si. John 
NIDTP Instructor-Trainer Program 

Actuai Requirements Percentage of NIDTP 
Instructor-Trainers 

Be monitored by an Insû-uctor-Trainer 

Prepare and deliver a presentation on a 

relevant topic to the satisfaction of the 

Insmctor 

Perceived Requirements 

Demonstrate dl the skills of Fust Aid and I 
CPR 

Demonstrate al1 the skills of the Health Care 

Program 

TOTAL RESPONDENTS = 32 



Table 4-6 

Who sets the Standards for Instructor Certification and W h o  

should be involved in Setting the Standards 

Groups involved 
in setting 

standards 
(% of respondents) 

A 

National volunteers 
of St. John 

Ambulance 

Provincial volunteers 

of St. John 

Ambulance 
- - - -  

National staff 
of St. John 

Ambulance 

Provincial staff of 
St. John 

Ambulance 

1 Individual 1 
( Instructors and I 

( RESPONDENTS 1 
Note: AI1 identifid groups 

programs 

Who should be 
invohred in setting 
standards 
(% of respondents) 

B 

Difference 
A minus B 

are involved and eocouraged to be involved in setting standards for the 



Only 43.8% of respondents indicated that Individual Instructors and Instmctor-Trainers of St. 

John Ambulance were involved in setting the Lnstnictor standards. (Table 4-6). A few 

respondents indicated thai others such as the Ministry of Health, Hydro and Workers 

Compensation should be involved. The answers illustrate that many respondents are not 

aware that national and local volunteers as well as Instnictors and htructor-Trainers are 

asked to provide input and feedback on standards and are actively participate on cornmittees 

involved in penodically updating of standards. However, they indicated that there should be 

more involvement of the Nationd Stafî of St. John and Individual Instructors and Instructor- 

Trainers (Table 4-6). 

Location 

Accessibility to Instnictor/ulstnictor-Trainer training is perceived as a problem by 24.4% of 

the respondents to the survey2'. This confirms the concem the leadership of St. John 

Ambulance expressed during the interviews. The courses for the certification training are 

only run in areas that support the cost. Therefore, many candidates for the training must 

travel to larger centres and pay the cost in time, accommodation and travel. 

Cost of Certification 

The average cost reported by the respondents of the various instructor training courses varied 

considerably. Many respondents did not answer the question and stated they did not know 

the cost of the course as it had been covered by the employer or the Brigade. The average 

cost of the NITDP Instructor course was $328 with a standard deviation of $3 16. One of the 

contributing factors to this variability of the cost is the length of the courses. Some 

Instmctors take courses from their employer (rnilitary, RCMP or Hydro) and the employer 

20 Data fkom research survey. (1994). 



may Vary the length of course by adding additional material to suit their needs. St. John 

Ambulance sets the minimum standards (40 hours for the initial NITDP Insmictor course). 

Of the 168 of 180 respondents who indicated that they were aware of the professional 

development activities of St. John, 60% identified that they phcipated in one or more of 

them and 6 1.7% indicated that some of the professional development activities were 

mandatory. Skills update was identified as mandatory by oniy 41.7% of the respondents. As 

skills update is dways mandatory, the researcher expected this percentage to be closer to 100. 

When asked if professional development activities in their opinion ought to be mandatory, 

62.5% indicated that they should not They stated that Instructors were volunteers and did 

not have the thne, and that the cost was too high. 

S- of Interview and Survey da@ 

The St. John Ambulance hstructor and Instmctor-Trainer certification program is 

competency- and curriculum-based. The s w e y  data confirmed the leadership cornments that 

individuals participate to a large extent in certification to be able to volunteer for prograrns 

such as the St. John Brigade. Others require the certification for their job or to make them 

more employable. The leadership of St. John Ambulance, during the interviews. indicated 

that Instmctor/Instructor-Trainer certification is a requirement for jobs in areas such as 

policing and mining. Recertification every three years is a requirement in order to continue 

to use the designation. The recertification is strongly supported by the respondents and the 

leadership that was interviewed. Both groups agreed that it was a means to ensure that 

standards of certification were maintained. 

Many respondents are unclear about who sets the standards for certification and some are 

unclear about the requirements for successfÛi completion of the program. The Director of 

Standards during her interview provided the researcher with a copy of information on the 



standards and requirements for certification. The application forms for the two prograrns ask 
candidates to review and sign a document where the requirements and standards are outlined. 

Since there is still confusion among some of the respondents, the researcher wonders if the 

standards and requirements are being administered di fferentl y across the province. 

Over 60% of respondents participate in some form of continuhg education. These data 

confimed the interview data that most continuing education events were well attended. 

However, since poorly subscribed progmms are generally cancelled, this information needs 

further clarification to determine the scope of the participation in planned continuing 

education activities. Over 60% of respondents identified that continuing education should 

not be mandatory. However, the leadership told the researcher that mandatory activities 

would continue, as they felt they were necessary to maintain standards. 

dian C m o n  Assoeiahon (CCA) . . 

Interviews of the CCA Managing Director, the President, the Vice President of Education 

and a student of the certification process were canied out. 

The Canadian Compensation Association is the Canadian Region of the Arnencan 

Compensation Association (ACA). The CCA has divided Canada into seven regions, each 

headed by a volunteer Vice-President who is encouraged to initiate and run Association- 

sponsored events that meet the needs of their local membenhip. 

Certification Proces 

The certification process is a curriculum-based program. The program reqi  ires candidates t8 

successfully complete nine examinations in curriculum areas they have defined. CCA offers 

courses in a two day format to prepare candidates for the half-day examination. There are no 
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exemptions granted and the courses are only available through the Association. There is no 

comprehensive exarnination. There is no recertification process and the CCA does not require 

continued membership in the Association by individuals who have been awarded a 

designation to use the designation. 

The President of the CCA stated that she was interested in determinhg the value of 

certification to individual members. In her opinion, individuals who participate in the 

designation training have committed to do the work. On successful completion of the 

program, they have shown their ability to learn information and to p a s  examinations. It does 

not mean they have other skills, such as listening, that are required to irnplement the 

knowledge on the job. The President stated that some of the CCA executives are now 

concemed that if the certification becomes a requirement for a job there is some liability on 

behalf of the association if an individual does not perform to the employer's expectations. 

Program Development 

The CCA courses are available only through the association and are run in a 2.5 day format: 

two days of course work and a half-&y exam. Many of the clients for the designation 
program hold higher-level positions in their organization and, due to time constraints, cannot 

commit to a 13-week program. The 2.5 day program services a market niche. The 

association chose to run the courses for the prograrn themselves rather than to run them 

through other agencies such as universities in order to maintain control of the quality. 

Equivalencies are not recognized. The program is a revenue generator for the Association. 

Certification is a totally volunteer process. Individuals who participate in the program need 

not be members of the Association, and they can use the designation without this 

membership. Members of the Association pay less per course than non members. There are 

appropriately 200 individuals with a CCP in Canada. The designation prograrn is relatively 

new (1985), and the average age of participants appears to be 35 - 45. 



Program Maintenance 

n ie  organization is comrnitted to ongoing development and updating of their courses and 

program. The cost of course development is built into the course and membership fee. The 

CCA has budgeted in the 1994 fiscal year to spend $50,000 in course development. 

The compensation subject matter experts used to develop course content are generally 

program faculty who are chosen fiom the certified membership based on an Association 

defined selection process. Individual members of the association are not involved directly in 
course development. Participants are asked to provide feedback at the end of the course. The 

student i n t e ~ e w e d  expressed concem that the feedback fiom the courses was going into a 

black hole and not being used as a mechanism for program change. 

Recertification 

A "currency" (recertification) program, administered by the Arnencan Compensation 

Association, helps individuals to remain current in the field. Participation in conferences, 

workshops, and volunteering in the organizations contributes to the points required for 

currency. In addition, individuds c m  provide the committee with a synopsis of the major 

projects they have been involved in and thus apply for currency recognition. To keep hisher 
designation current, an individual must submit an application every 3 years illustrating 

hisher professional activities. A mandatory requirement for recertification was not seen as 
necessary. It was felt that individuals who actively work in the field would remain 

competent, as their employea would require it. 

. .  . . 
i c m  in Ce 

The leadership of the CCA stated that participants in their prograrn included individuals who: 



want to rnove into the area of compensation andfor benefits and who believed that having 

the certification would improve their opportunities, 

are moved by their company into the area of compensation a d o r  benefits or the company 

had required them to take the CCA program, 

want to rnake a career change and were taking the courses to improve their chances of a 

successful change and, 

need one or more courses to provide the background they required to cany out a new 

assignment in their work organization. 

Certification Pro- muire- 

In order to eam the designation an individual must successfully complete nine examinations 

outlined by the association. In addition to the standard nine course certification program, two 

courses in the benefits area have been added to the options to meet the needs of the Canadian 

professional. A large nurnber of Canadians are more heavily involved in benefits than 

compensation. Candidates wanting to earn a Canadian Compensation Professional 

designation (CCP) can apply to &te only the examination for each area of study and can buy 

the student workbook used in class to use as a study guide. Upon completion of the course 

work, a candidate can arrange to write the examination at any proctoring centre. 

The standards for the courses and the structure of the courses have been developed by the 

ACA using a team of training and subject matter experts and are based on an analysis that 

was not available to the public or the researcher. The ACA is a very large organization of 

approximately 60,000 members and a staff of 50 to 60. The staff includes specialists in 
education and training development. The material developed by the ACA is Canadianized 

(Canadian legislation ) by CCA subject matter experts who are usually the Canadian faculty. 

The CCA has Canadianized the materials to address the differences in laws on Compensation 

and Benefits. There is no public document defining the required cornpetencies. The CCA 



publishes a course calendar which defines the compulsory and non-compdsory courses. 

Each course has only a brief description of the content. 

The CCA is unable to offer courses leading to the CCP in d l  areas of Canada due to lack of 

participant numbers and has had to cancel some scheduled courses for the same reason. One 

reason for the lack of participation in certain areas of the country, identified by respondents, 

is the cost. Some CCP candidates must travel to more populated areas such as Toronto and 

Vancouver to participate in required courses. To address the problem of the lack of course 

accessibility, the CCA has taken a number of steps that include ninnùig in-house programs 

for large organizations who sponsor the courses for their employees and looking at 

development of aiternate delivery modes of courses to meet needs of potentid candidates at 

more acceptable cost. The development of an interactive video course for job evaluation is 

also undenvay. 

The CCA runs an annual conference covering topics of membership interest that have been 

solicited using surveys, focus groups and general feedback. The certification prograrn 

courses are O ffered during the annual conference. Additionaily , worksho ps and seminars are 

offered in local areas based on identified needs. The ACA Institute provides a case study 

educational program in the area of compensation and benefits. Individuals require a 

designation to attend. Developing a similar program in Canada would require a high level of 

cornmitment if it were to be run by volunteers. 



Table 4-7 

Survey Results 

Survey 1 Number 1 Nurnber 1 Pereeahge 

Distributed 

Main 1 300 1 103 1 34.3 

Pilot 

Total 1 330 1 120 1 40 

Returned 

The CCA survey (Appendixes J and K) were maiied to individuals who had participated in 

the CCA certification program whether or not they were members of the CCA. Table 4-7 

illustrates that the average return rate was 40%. 

Returned 

30 

The following is a sumrnary of the Somation in the database of the survey resuits of both 
the pilot and the main survey. 

Recerti fication 

17 

The CCA has an ongoing program known as the Currency Program which is administered by 

the American Compensation Association. Individuals who have earned the CCP designation 

and who participate in workshops, conferences and other activities earn points that the ACA 

recognizes towards maintenance of currency of CCP designation. M e n  the respondents 

were asked if recertification should be rnandatory, 54% said no. The main reasons were that 

recertification was too expensive (2.4%) and unnecessary (7.3%). Most respondmts did not 
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provide reasons. However, 4.8% indicated that the currency method was agreeable and no 

other recertification was required. Of the 46% of respondents who indicated that 

recertification should be mandatory, 1 1.3% thought that a periodic refiesher course plus 

examination was needed. 

Background of Respondents 

Over 80% of the respondents were in the age range of 30 to 49. Sixty-six percent were CCA 

rnembers and 30 percent were not members. Of the 40% of respondents who indicated that 

they hold a CCP, the average length of tune required to complete the program was 3.1 + 1.6 

years and 19% ùidicated that they maintained currency. For those respondents who are 

completing their CPP, the average number of courses completed was 3.7 + 2.4 years. Over 

80% of respondents had greater than 6 years experience in compensation and benefits. 

Additionally, 89% had work experience in general hurnan resources and 15% had experience 

in hance. 

Reasons for Participating 

The main reasons respondents indicated for pursuing the CCP designation included to: 

validate their knowledge of compensation and benefits practices, 

strengthen their position in the job market at the tirne and, 

strengthen their position in the job market in general. 

Not al1 members of the CCA who responded to the survey had pursued a CCP designation. 

The two main reasons identified for not pursuing the designation were the lack of value of the 

designation to their job (36.4%) and the high cost of the program (22.7%). 



Table 4-78 

Reasons for Pursuing a CCP Designation 

Reasons Total Percentage of 
Respondents 

1 Validate knowledge of compensation and benefits 1 75.3 

practices 

1 Strengthen position in job market at the time 1 55.6 

Strengthen position in the job market 42 

Gain respect among colleagues and professional 34.6 

1 associates I 
( Expand career options 1 46.9 

Become a part of a network of compensation and 

benefits practitioners 

Of the respondents who had taken the CCP designation, 3 1.7% were not rnembers of the 

CCA. Membership in the CCA is not a requirement for punuing or maintaining a CCP 
designation. The reasons indicated by respondents for not maintaining or having CCA 

membership included lack of relevance of the rnembership to their job (44.7%) and/or lack of 

employer support for membership (1 3.2Y0). Although ody 6.2% of respondents indicated 

that the designation was a requirement for their job, over 30% saw the designation as a means 
to gain respect among professional associates. Additionally, over 40% indicated that earning 

a designation wouid expand their career options. 



Of the 65 respondents to the question, over 90% (Table 4-8) indicated that they required 

support fiom their employer to pay fees for courses. They indicated that the cost per course 

was approximately $800. Since the program is generally only available in a 2.5 day format, 

it is not surprising over 75% of respondents required time fiom their job to participate in the 

courses. Although work experience in the field of compensation is not required as a 
prerequisite to the courses, 66% of the respondents assumed that work experience in the area 

of compensation was required. 

Table 4-8 
Prerequisites to Participate in the CCP Designation Program 

Prerequisites Percentage of Respondents 

1 My employer's support by paying my course fees 1 93 -8 

Permission fiom my employer to have time from my job to 

participate in the courses 

Work experience in the field of compensation 66.1 

Pnor training in the area of compensation and benefits 27.8 

A recommendation f?om my employer 15.4 

A university degree/college diploma in an appropnate field 6.2 

1 TOTAL RESPONDENTS = 65 1 47.4 
- - - - - . . 

Note: None of the requirements indicated are required by the association. 

The perceived requirements to eam a CCP designation once in the program were unclear to 

the respondents. Of 114 respondents, 37.7% indicated that the successful completion of a 



comprehensive examination was required for certification. Additionally, 57.0 % indicated 

that a current CCA rnernbership was required. Neither is a requirement of the CCA. As well, 

47.4% of respondents indicated that it was necessary to participate in CCA-nin courses when 

in fact one needs oniy to successfully complete course exams. The course materiai can be 

covered by self-study and the candidate cm apply and write the examination at a proctored 

examination centre. Although membership in the CCA is not required at this t h e  to use the 

CCP designation, the respondents were divided 50/50 in their opinion as to whether this 

requirement was appropriate. 

Standards 

Table 4-9 
Who is Involved in Setting Program Standards for CCP Designatioo 

Who Respondent thinks 

is Involved (% of 

respondents) 

Who Respondent thinks 

should be Involved (% of 

respondents) 

1 Volunteer members of the CCA 1 
University/ColIege experts in 56.8 80.7 

the field 

CCA staff 55.9 

Employen of graduates of the CCA I 28.8 

TOTAL RESPONDENTS 1 1 1 8 respondents or 86.1 % 1 120 respondents or 87.6% 

the original designation prograrn was designed in the United States based on an analysis of 
the requirements of the field and has been vdidated by a research study at Rutledge 
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  ni ver si$'. The material has k e n  Canadianized by subject matter experts in Canada. Over 

20% of respondents identified that, in their opinion, there should be more input to the 

development of program standards from Universi~/College experts in the field and from 
employers of the graduates of the program (Table 4-9). It would appear that the association 

has not sufficientiy communicated the involvement of the acadernics in the s e t h g  of the 

professional standards. 

The involvement of participants of the program and their employers is negligible, and the 

association leadership22 is aware of the fact that some of the membership would like to see a 

change. 

Location 

Of the 1 10 respondents to the qu esti on, accessibility to courses was perceived as  an issue for 

50%. The main reason identified by 30.9% of respondents was the lack of courses in many 
areas of the country, which results in the need to travel to other locations, pay the cost of 

travel and accommodation and take extra time off work to travel. Only 7.2% of respondents 

indicated that the cost of the CCA courses was a factor in their perceived lack of 

accessibility. The CCA is wing to address this issue by marketing the concept of in-house 

programs. In these programs, larger organizations sponsor a course in their organization and 

ofien invite participants f?om other organizations to help d e h y  the costs. Additionally, the 

availability of courses in other modes of delivery, such as interactive video, may help to 

alleviate the accessibility issue for some candidates. 

2 1 Canadian Compensation Course Brochure. (1 994). Kleinburg Ontario. 

Interview with Vice President of Education of CCA. (1 994). 
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Program Costs 

Forty-two percent of respondents indicated that the program costs should be paid by the 

employer of the participant and another 42% stated that the participant and the employer 

should be responsible for program costs. Only 16% of the respondents indicated b a t  the cost 

of the training should be the sole responsibility of the participant. Some respondents 

qualified their response and noted that the cost of the program should be the responsibility of 

the participant or the employer depending on the employer policies. For example, if the 

participant was required to take the designation by the employer, then the employer should 

PaY. 

Since participants often have to travel to major centres to participate in the course they 

require, the cost per course varies considerably. The average cost identified for travel and 

accommodation was $943 with a standard deviation of $667. 

Of the 102 respondents answering this question, 86.3% identified participation in local 

workshops/seminars as the main meîhodology of keeping their skills current. Another 58.8 % 

participated in the CCA annual conference. Other activities identified as professional 

development, in addition to the ones in Table 4-1 0, were participation on regional 

cornmittees (7.8%) and attending other human resources conferences (4.9%). 

Of the 120 respondents to the survey, 74.5% identified at least one activity that they 

participated in to keep their knowledge current. Keeping current is an important factor for 

the survey respondents. 



Table 4-10 

Activities Respondents Participate in to Maintain 
Knowledge of Compensation Current 

Percentage of Respondents 

1 Local workshops/seminars/focus groups 1 86.3 

1 CC* annual conference. 1 58.8 

1 Reading compensation literature 1 28.4 
I 

Teaching or directing workshops. 19.6 

1 Writing and publishing articles in the field of 1 
compensation. 

TOTAL RESPONDENTS = 102 74.5 

t e ~ e w  and Survey Dab 

The CCA runs and maintains a curriculum-based certification program. The original 

materials were produced by the Amencan parent and have been Canadianized. The program 

is only offered through the association in a 2.5 day format and no exemptions are granted. 

Details of how the standards have been derived are not available in a document that is 

available to the public. The leadership of the CCA identified that the faculty was heavily 

involved in Canadianizing the materials and that volunteers of the parent organization and 

University experts were involved in creating the original materials Many of the respondents 

were not aware of the involvement of academia in the program and felt there should be more. 

The respondents identified that there was no requirement to participate in the courses. 

However, some respondents identified that they felt that to successfully complete the 

required program examinations they needed to do the course work. Self-study or the 



challenge option were was not suflticient to guarantee successfd completion of the 

examinations. There may be concem over the lack of knowledge of the course content and 

the feeling that the course materials are not suflicient for self study. There are no 
recertification requirements to continue to use the designation &er it is earned. However a 

currency program does exist and is administered through the US parent organization. The 
majority of respondents indicated that the ACA program was al1 that was needed to remah 

current. The leadership of the CCA supports the ACA currency program does not actively 

promote it. 

The main reason identified by respondents and the CCA leadership for participating in the 

certification was to validate knowledge in the field of compensation. Accessibility was 
perceived as a problem for 50% of the participants, since courses are ody offered in centres 

that have enough enrolment to make it cost-effective. The leadership of the CCA concurred 

with this fact and is trying to use dtemate means of program delivery to make its program 

more accessible to interested parties. 

During the interviews the CCA leadership indicated that there was a significant membership 

participation in continuhg education events. They were encouraging local groups to provide 

workshops/serninars that meet local needs. The survey results illustrate that members more 

actively participate in local activities than in national conferences. 

Institute of Chartered Secretaries and Administrators (ICSA) 

Telephone interviews were carried out with the Executive Director of the Institute of 

Chartered Secretaries and Administrators in Canada. The Executive Director works part- 
time for the ICSA. The office that coordinates the program is also involved in coordinating 
the work of other professional associations. Interviewhg volunteers was not agreed to. The 



IrZSfitute is an internationally-recognized body of administrators on corporate matters that was 

founded in Great Bntain. World-wide, the Institute has a membership of 45,000 plus 2 1,000 

students. There are approximately 1,300 members in Canada The program is a criterion- 
based program and was developed in Great Britain. The Canadian group, as well as other 

subgroups around the world has input to the standards to ensure the needs of each subgroup 

were addressed. 

To obtain a professional designation (either Associate or Fellow) a candidate must apply to 

the ICSA and progress through the accreditation program known as Program 2000. Program 

2000 requires a candidate to have a university degree recognized by the Association of 

Universities and Colleges of Canada or a professional designation such as a Certified 

Management Accountant (CMA) for entry to the program. Upon entry, a candidate may be 

required to complete other courses in areas, such as Business Administration, that are 

approved by the ICSA. Some courses such as Corporate Procedures are available through the 

Institute. The requirements for certification Vary and candidates must submit information 

about their educationai and work background for assessment by the Institute. If  an individual 

does not hold a degree that is recognized, course requirernents will be identified by the 

Institute. Exemptions may be granted based on proof of successful completion of approved 

university courses. 

A potential Associate would require at least three years relevant work experience and must 

hold an appropriate position at the tirne of application. A candidate for the Fellow 

designation must have at least eight years relevant work expenence, three of which should be 

at the senior level as a corporate secretary or equivalent. 

23 irectw, (1 995/1996). Toronto, Ontario: The Institute of Chartered 

Secretaries and Administrators in Canada. 
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Pro gram Development 

There was no identified standard process for ongoing development of the program. The 

parent of the organization is in the United Kingdom and it defuies the need and when the 

program will be updated. Local volunteers have some input through their executive but the 

final decisions are made by the parent organization. 

Program Maintenance 

There is no ongoing standard process identified for maintenance of the program. Once the 

program standards are set, they are maintained. Updates are initiated and done by the parent 

organization in the United Kingdom with input fiom the other groups around the world. 

Recertification 

According to the Executive Director, recertification in her opinion was not appropriate for the 

designation. The researcher was asked not to include a question on recertification on the 

s w e y  as the Executive Director did not want to have to deai with questions related to this 

topic fiom members of the organhtion. 

The participants in the certification program are executives and administrators in the 

corporate environment who meet the program requirernents. The Institute serves as a forum 

in which individuals network and participate in professional development activities. The 

long standing international reputation of the Institute and the recornmendaùons of the 

Institute to colleagues has encouraged its continued growth. 



Ce- Pro- Re- 

The requirements to be considered for a designation include: current rnembership in the 

ICSA, active work in the appropnate field a degree in business, law or other agreed to area, 
minimum of three years relevant work experience for an Associate or eight years for a Fellow 

and successful completion of courses that the association rnay require based on an analysis of 

the individual's background. 

Standards 

The standards for the criterion-based program are set in Great Britain by the parent 

organization. The researcher was asked not to include questions on standards on the survey, 
as the Canadian membership had expressed interest in having more input to standards. A new 

certification program called ICSA Program 2000 had just been developed and the staff and 

volunteers were heavily involved in launchmg it. Questions on who sets the standards and 

who should be s e t h g  the standards would open discussions that the leadership was not 

prepared to address. 

According to the Executive Director, accessibility to certification is not an issue. Course 

requirements are readily available through the Institute or colleges and univenities. 

The Institute CO-sponsors conferences for theu membership and provides local workshops 

and seminars. Additionally, it publishes a magazine called the "Professional Administrator". 

Members actively participate in the local conference or workshops and are encouraged to 
participate in prograrns in other countries when travelling. 



The survey was mailed to a random sample of ICSA memben selected by the researcher 

fiom the membership book for 1995/1996. Only members who lived in Canada were 

selected. The questions on the pilot and main survey were the same. The average r e m  rate 
of the survey was 36.4%. 

Table 4-1 1 
Suwey Results 

1 Survey 1 Number Distributed 1 Number Returned 1 Percentnge Returned 1 
Pilot 

Recertification 

Main 

Total 

As discussed in the interview data section the researcher was requested not to ask a question 

on recertification. 

30 

n Pr- 

300 

330 

Background of Respondents 

12 

Al1 of the respondents were members of ICSA and the average length of membership was 

20 + 14 years. Fifty-three percent of respondents hold an ACIS designation and 35% hold a 
FCIS designation. Thùty-three percent of those who hold a FCIS did not have an ACIS. 
Ody five of the respondents have or are participating in the Program 2000. Eighty-six 

40 

108 

120 

36 

36.4 



percent of members are over 40 years and 40% are over 60 years old. Sixty-six percent of the 

respondents had 10 years of experience in administration. The education level varies 

considerably with 40% holding no degree and 8% holding a Masters or Law degree. 

Reasons for Participating 

The main reasons that respondents participated in the designation program were to 

(Table 4- 1 2) : 

0 gain knowledge in the field, 

a expand their career options and, 

r to strengthen their position in the job market or in their current job. 

Of the 79 respondents to this question, 34.1 % and 3 1.6%, respectively, indicated that the 

designation helped them become a part of a network of professionals in their field and to gain 

respect from their colleagues. One individual noted that the international recognition of the 

designation was the main reason helshe participated in the program. Although only 5.2% of 

respondents stated the designation was a requirement for a job, the data indicates that the 

designation is a major factor in making the individuals more cornpetitive in the job market. 

Table 4-12 
Reasons for Participating in the ICSA 

Designation Program 

1 Reasons 1 Percentnge of Respondents 1 

1 Strengthen position in the job market 1 58.2 1 

Gain knowledge in the field 

Expand career options 

i 1 Strengthen position in current job 1 48.1 I 

77.2 

70.9 



The main requirements respondents stated they needed to participate in the program included: 

a work experience in the corporate secretary or executive administration field (54.2%), 
holding a relevant position in the field at the tirne of application to the program (45.8%) 

and, 
employer's support in paying course fees (3 1.9%). 

Based on the critenon for Program 2000, the researcher wodd have expected the percentages 

for items one and two above to be closer to 100%. However, since many of the respondents 

earned or received their accreditation many years ago, the criterion may have changed. There 

was no history of program availability over the 50 year period. As with the CCA program 

participants, the need for hancial support to pay for university or Institute courses was 
identified by 3 1.9% of respondents. Other requirements included time fiom the job to 

participate in courses (1 5.2%) and employer recommendation (1 3.9%). Although an 

employer recommendation is not required, there is a need to prove that one holds a relevant 

position in the field at the tirne of application to the Institute. 

Requirements to Successfully Complete ICSA Designation 

Respondents indicated that the main requirements to earn an ICSA designation included 

(Table 4- 13): 

rn successful completion of examinations in al1 identified courses, 

successful completion of a comprehensive ICSA examination, 

a cwent  membership in ICSA and, 

r active work in an appropnate field. 



Table 4-13 

Mandatory Requirements to Earn ICSA Designation (ACIS) 

1 Current rnembership in ICSA* 

Requirements 

Successful completion of examinations in dl identified 

Active work in an appropriate field* 

Percentage of 
Respondents 

72.5 

1 Successfbi completion of a comprehensive ICSA 1 45 

1 TOTAL RESPONDENTS = 80 

examination. 

Participation in ICSA run courses 

* Association Requirernents 

38.8 

While items one, three and four are required, the successful completion of a comprehensive 

examination is not one of the criteria for a designation. Many of the members of the Institute 

eamed their designation in other countnes many years ago. Some of the variability in the 

understanding of the requirements to earn a designation likely arises as a result of changes in 

the program over the years. Additionally, many respondents indicated that they received full 
or partial exemption fiom course work and may not be familiar with the detailed 

requirements. 



Location 

According to the Executive Director, accessibility was not an issue, as courses were available 

nom the Institute or Universities. The researcher was asked not to include a question on 

accessibility on the survey as the Executive Director was not prepared to answer questions 

fiom Institute members on this topic. 

Responsibility for Program Costs 

Of the 84 respondents to this question, 5 1.1% identified that both the participants and the 

employer should be responsible for the cost of the designation program, and 38.1% identified 

that the cost should be the responsibility of the participant. Oniy 10.7% indicated that the 

cost was the responsibility of the participant's employer in the program while others (8%) 

noted that payrnent of program costs would depend on individual circumstances, which 

included employer policy. 

The question on the cost of the prograrn was not phrased well. Many respondents indicated 

that they had been granted their designation without having to participate in courses, had 

been granted exemptions f?om courses or had been granted a FCIS without eaming an ACIS. 

The variability of the responses did not allow for analysis of the data. This variability did not 

show up in the pilot survey. 

The main activities that respondents participated in to keep their knowledge current were 

local workshops/seminars (46.3%) and ICSA CO-sponsored conferences (38.8%). It was 
interesting that 10.4 percent of respondents answered this question by indicating they were 

retired but are still members of the Institute. The network of professionals created by the 



lnstitute appears to be of value to individuals even after retirement. Otber activities 

respondents identified as professional development included reading ICSA articles (1 7.9%) 

and writing articles for publication (14.9%). 

ew and Survev Da& 

Although not a common type of certification prograrn in the 1990s (Bamhart, 1994), the 

ICSA has just updated and reintroduced their cntenon-based certification prograrn. This type 

of prograrn makes littie or no attempt to objectively evaiuate a candidate's professional 

knowledge. Eligibility for certification is based on education, background, work experience 

and holding the appropriate position in an organization. In the new program the Institute will 
access the candidates' qualifications and identie courses they require to be acceptable to be 

granted certification. Some of these courses are offered by the Institute. 

The information gathered in the s w e y  on requirements to participate in the designation 

program or to eam a designation varies considerably. This is not surpnsing as many 

respondents identified they had earned their designation many years ago and/or in other 

countries. 

Due to the restriction of the questions the researcher was perrnitted to ask in the areas on 
recertification, standards and accessibility, there were significant gaps in the data that were 

gathered. These issues will be discussed in limitations of the study. 

A meeting with the Manager of Education and the Manager of Public Relations and 

Marketing was held to discuss the thesis research and the program run by the Canadian 



Payroll Association (CPA). During the meeting, it was c o h e d  that the membership of the 

Association consisted of companies. The participants in the certification program are ofien 

employees of the Company that sponsors the training with the Canadian Payroll Association. 

Nevertheless, individuals that do not work for member companies are still eligible to 

participate in the training, although at a higher cost. 

After discussion, it was agreed the Manager of Education would get the permission of the 

Board of Directors for the study using a dmft survey as an example. The Board gave 

permission for the w of the survey to a random selection of -dents in the program over the 

past two years. However, ail correspondence to the students was to be sent by the 

Association with an Association letter attached (Appendix O). The researcher was not to 

have access to the Association's database. 

The certification process is a three-tiered designation program (Level 1 - Payroll 

Adrninistrator, Level2 - Payroll Supervisor and Level3 - Payroll Manager). At each level, 

the participant in the program must complete an Association course which is payroll specific 

and successfùily complete required university/college courses. Students can challenge the 

Association courses and write an examination instead of participahg in the course. Courses 

through the Association are offered by correspondence and are now also being developed in a 

computer-based mode of delivery. 

Program Development 

The prograrn is developed according to standards set by the association leadership. The 

leadership consists of members whose companies participated are members of the 

Association. The Association was developed to provide the professional developmei~t 

requirements of their staff member companies in the areas of payroll and tax requirernents. 



Program Maintenance 

The legislation on payroll is continually changing. The Association must update its program 

to meet both the federd and provincial legislative requirements. The three courses offered by 

the Association are reviewed yearly to ensure data are correct. The other requirements are 

general programming offered through Universities and Colleges and the details are reviewed 

periodically by the Education group. 

Recertification 

The Manager of Education of the Association believes recertîfication is not applicable to the 

prograrn. Once the designation is eamed individuals keep current because they are working 

in the field and in order cany out their job they must use current practices. 

on Pro- 

Individuals who participate in these certification programs include those who: 

r work for companies that sponsor the program and whom the Company has designated as 

requiring the prograrn, 

0 do not work for member companies but have a interest in the professional development 

o~~ortunity, 
have worked in payroll areas for years and who want to formally demonstrate their 

knowledge by eaming formai certification and, 

are looking to move into this area and believe that the designation will improve their 

opportunities. 

Many individuals take o d y  the association courses as they require them for their employment 

and do not complete the designation prograrn. 



To participate in Level 1 - Payroll Administrator there are no entry level requirements. An 

individual c m  register and take the association course. The prerequisites for the 

college/univeeity courses depend on the requirements of the institution where the individual 
is taking the course. Level2 - Payroll SupeMsor requires the successful cornpletion of the 

Association course for Payroll Administrator and Level3 - Payroll Manager requires 

successful completion of the Association course for Payroll Supervisor. 

Standards 

The standards are set in the payroll courses to meet the business needs of the member 

companies and to meet the requirements of provincial and federal payroll legislation. The 

Association must keep al1 their mernbea up to date on the changing payroll environment and 

the association courses must reflect the changes. The requirements for other courses are set 

and reviewed periodically by the education cornmittee. 

The leadership of the CPA stated that accessibility to the Association courses is not an issue. 

Al1 Association courses are available through conespondence and additionally the Level one 

course is available as a cornputer based program. The other courses, required for 

certification, are available through local universities and colleges. The member organizations 

pay less for the programs through the Association than others. 

The Association offea professional development activities for their member cornpanies in 

the form of an annual conference, workshops and seminars, articles fiom the legislative 



bodies, as well as communications to rnernber organizations. The Association leadership 
identified that there was a high degree of participation by members in continuhg education 

activities. No data were available for review. 

The average return rate was 29.8% (Table 4- 14). 

Table 4-14 

Survey Results 

Survey Number Distributed Number Returned Perceotage 

Returned 

Clerfification pro ces^ 

Recertification 

Only 37.4% of respondents indicated that recertification should be mandatory and 
approximately 30% of respondents identified that if individuals are workuig in the payroll 
field, they receive updates which they must review fkom the CPA and the government. This 
ensures theV currency, and thus they do not need to recertifjr. 



Background of Respondents 

Sixty-seven percent of respondents work for Association member organizations and 64% are 

under the age of 40. Ninety-nine percent have payroll experience but 53% have worked in 
payroll less than 5 years. The education background varies considerably with greater than 

50% hold only a high school diploma and Less than 1% holding a Masters degree. In the 

group responding to the survey, 30% hold a P.A, 22% hold a P.S. and 13% hold a P.M. 

Reasons for Partîcipating 

One hundred percent of respondents participated in the CPA designation program to gain 

knowledge of payroll practices. As well, over ninety percent of respondents indicated that 

participation would strengthen their position in their job and the job market and expand their 

career options (Table 4- 1 5). 

n Pr- Re- 

Respondents indicated that they needed work experience in payroll to participate in the 

program and that pnor trainhg in payroll would be helpful. Approximately 72% of 

respondents identified that they needed their employer's support in paying their course fees 

(Table 4- 16). There are no specific requirements placed on the participants by the 

Association for participation in the program. 



Table 4-15 
Reasons for Pursuing a CPA Desipation 

- 

Reasons 

Gain knowledge of payrol l practices. 

Strengthen position in my job. 

- - . -. - 

Percentage of 

Respondents 

94.4 

95.2 

1 Strengthen position in the job market. 

Become a part of a network of compensation and benefits 

practitioners 

9 1 

Expand career options. 

Gain respect arnong colleagues and professionai associates. 

86.1 

5 1.3 

Table 4-16 

Requirernenb to Participate in the CPA Desipation Program 

The designation was a requirement for the job 

TOTAL RESPONDENTS = 144 

27 -8 

91.1 

Requirements 

1 Work experience in the field of payroll 1 67.6 1 

Percentage of Respondents 
4 

My employer's support by paying my course fees 72.3 

1 TOTAL RESPONDENTS = 148 1 93.7 1 
Prior training in the area of payroll 

Note: None of the above are required by the Association. 

41.9 



The respondents identifieci that to earn a CPA designation, it should be mandatory to 

participate in CPA run courses and successfully complete exams in the identified courses. 

Over 60% indicated that there should be a mandatory comprehensive examination which 
does not exist at this t h e .  

Table 4-17 

Mandatory Requirements to Earn a CPA Designation 

Requirement 

Successful completion of examinations in dl identified 

courses 

1 TOTAL RESPONDENTS = 154 1 97.5 

Percentage of 

Respondents 

81.9 

Participation in CPA nui courses. 

Successfûl completion of a comprehensive CPA examination. 

Current membership in CPA. 

Standards 

Approxhnately 25% of the respondents think there should be more involvement of 

72.1 

61-1 

26.6 

universitykollege experts and employers of graduates in the development of standards for the 

certification program and Iess involvement of CPA staff and volunteer members of the CPA. 



Table 4-18 

Who is Involved in Setting Program Standards for CPA Designation 

1 Who Respondent thinks 1 Who Respondrnt thinks 

1 1 is Involved (%) 1 should be invohred (%) 

CPA staff 

Volunteer members of the CPA 

UniversityKollege experts in the 

field 

1 Ernployen of graduates of the 1 

1 TOTAL RESPONDENTS 

46.8 

53.9 

1 156 respondents or 98.7 % 1 150 respondents or 94.9% 

39.6 

76.7 

. . .  
c c e m  of the Pro- 

Location 

Of the 152 respondents to the question, 82.9% indicated that the courses required for the 

CPA designation program were accessible to them because the CPA courses are available 

through correspondence and the electives are available through local colleges or universities. 

The 17.1 % of respondents who indicated that accessibility to courses was an issue noted that 

some courses were not available through theu local college and that required information on 

courses was not available. 



Responsibility for Cost 

Of the 156 respondents to this question, over 50% of respondents indicated that both the 

employer and the participant in the program should be responsible for the costs and 38.5% 

indicated the employer of the participant should be. Only 20% identified that the participant 

should pay. This emphasis on the employer to pay is not surprishg considering 72.3% of 

respondents felt they needed their employer to pay the fees for the courses of the designation 

program- 

Of the 98 respondents to this question, 80.7% participate in local workshops/seminars, 23.5% 

attend the annual conference and 38.8% read payroll articles to maintain their knowledge 

current. Working in the payroll field was identified by 16.3% of respondents as a means of 

maintaining currency. 

The Payroll Association, a trade Association, has three levels in its designation program. The 

participants in the prograrn include individuals who are not members of the Association 

group of companies. At each level there is an Association payroll course offered through 

correspondence or cornputer based delivery in the case of the Level One course. Additional 

university or college courses are required to earn a designation at each level. 

The program is seen by the rnajority of respondents as a means to strengthen their position in 

their job and in the job market. Some respondents (27.8%) required the designation for 

employment. These facts were substantiated by the CPA leadership. There was some 

confusion by respondents over requirements for participation in the program. Over 60% 

indicated that a mandatory work experience was required. The documentation provided by 

the leadership and discussion with the researcher indicated this requirement had never 



existed. Over 60% of the respondents indicated that a comprehensive examination shouid be 

mandatory. At this time the leadership was not considering this option. 

Accessibility to the program is not seen as a problem by the leadership as CPA courses are 

available through correspondence. However, respondents ideritified concems that the 

distance to colleges made it difficuit to complete course requirements. Additionally concerns 

about the ability of the Association to r e m  assignments on tirne were documented. The 

leadership of the Association confirmed that in the past it had markers who were slow at 

retuming assignments. The cost of the program is an issue and over 70% of respondents 

indicated that their employer should be paying the fees for the courses. The CPA offers the 

Level One course through computer based training. However, a significant nurnber of 

respondents indicated they had no access to a computer to do the course. 

Participation in continuing education activities, including local workshop/seminars and a 

national conference are supported by the CPA and the membership who participated in the 

certification program. 

Summary of Chapter Four 

In Chapter Four, the data nom the interviews and the surveys was documented and discussed. 

The following summarizes some of the key points of the five associations researched: 

al1 three types of certification programs (criterion-, curriculum- and competency-based) 

outlined by Barnhart (1 994) were encountered, 

the key reasons individuals participate in certification programs involve developing skills 

for present or fuhue jobs as well as to expand career options, 

a large percentage of respondents noted that they needed financial support fiom their 

employers to pay the fees of the programs, 



associations see certification as a means of professionalizing their memberships and a 

continuation of their role of helping their mernberships, 

professional development, including conferences and workshops, is a key component of 

the seMces that the associations offer their memberships on an ongoing b a i s  and there is 

a high degree of participation by respondents in these programs, 

recertification is not a component of four of the five associations studied, 

the documentation of the information on which the programs were developed and is 

maintained was available only for OSTD, which has produced a public document of 

cornpetencies, 

a significant number of respondents in four out of five situations were not clear on the 

requirements for certification, 

groups involved in setting standards for each certification program were not clear to some 

respondents, and approximately 25% of respondents indicated a need for more 

involvement of employers of graduates, graduates of the prograrn or volunteers in the 

associations in the setting of certification standards and, 

the perceived accessibility to the certification programs was identified as an issue for 

respondents fiom two of the five associations. 

There was a high degree of agreement between what the association leadership states with 

respect recertification, who participates in and why they participate in the certification 

programs, accessibility issues and participation in continuhg education program. However, 

the respondents' understanding of who participates in setting the standards and what 

standards are mandatory for the certification program varies £iom that of the leadership. The 

setting of standards is a highly political issue. According to Gerber (1 995) the difficult part 

is not setting professional standards but gaining consensus on the standards among the 

professionals, industry and educators. The researcher was unable to access documentation on 

this topics fiom the CCA, CPA and the ICSA leadership to illustrate how the standards were 

set. The OSTD in their TCA and St. John Ambulance in its Association documentation 
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document how their standards are set and who is involved in setting them. 



Chapter Five 

Analvsis 

A comparative analysis of the data of the five volunteer professional associations studied 

was carried out based on the objectives of the study under the headings of certification 

process, certification program participation, certification program requirements, standards, 

accessibility and continuhg education. In the comparative analysis the similarities and 

differences will be noted and discussed. 

Overall, the response rate (at least 30%) of respondents was higher than expected to 

unsolicited surveys. According to Tovar (1996)~~~ the expected rate of r e m  for this type of 
s w e y  would be in the order of 15 to 20%. 

Types of Certification Programs 

All three types of certification programs (critenon-, curriculum- and competency-based) as 

stated by Barnhart (1994), were represented by the five associations of the study. The ICSA 

Note 1: Al1 values in tables are percent of respondents unless otherwise stated. 
Note 2: The anaiysis of age and work experience against other data did not illustrate 

any correlation and is not included in this analysis. 

24 Tovar, M. (1996). Presentation at the Toronto Chapter, International Society for 

Performance Improvement, Toronto, Ontario 
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Program 2000, updated recently, is criterion-based. If candidates for certification meet the 

critena defined by the association, they are awarded the designation. This type of 

certification, although no longer common, does not attempt to evaiuate job cornpetencies in a 

particular field. 

The CPA, CCA and in part the St. John programs are curriculum-based. Candidates of a 

curriculum-based pro- are required to demonstrate as part of the program a mastery of 

specific knowledge by successfully completing an examination or set of examinations. 

According to B d a r t  (1994), there is littie or no attempt in curriculum-based certification 

programs to define professional requirements using a systematic job analysis or analysis of 

the skills andlor knowledge required to practice the occupation. Both the CCA and the CPA 
publish a list of courses required of the candidates but neither association publishes 

information on how the courses were selected. No documentation on how courses were 

selected or how the content of each was chosen was made avaiIabIe to the researcher even 

though according to CCA documentation such information exists. This documentation was 
requested by but not released to the researcher. 

The CCA controls the content of courses and examinations by providing required courses 

only through the Association and does not allow any exemptions. St. John Ambulance does 

the same. The CPA controls the content for the payroll courses of their program. The other 

designation requirements are available through various colleges or universities who control 

the content. The Association has identified courses that they will accept towards a certificate. 

Exemptions are allowed for the college/university courses. Granting of course exemptions 

involves the review of the requested course outline against the course outline of the 

Association accepted course by a designated Association representative. The reviewer looks 

for consistency of content and evaluation methodologies. An exemption is granted if there is 
a reasonable match between the two, 



The researcher, during her tenue as a Regi;istrar for a professional association, found that 

courses with the same title and general outline often covered different topics and had 

different evaluation methodologies. The outcomes or objectives of two courses with the 

same title are ofien very different. It is a very difficult job to determine if one course actually 

covers the same materiais as another by reviewing the course outline. 

Candidates who successfully complete the certification programs of the CCA or the CPA 

identified that they believe they have the knowledge base required for their specific 
professional area 

The proposed OSTD program is competency-based. The TCA documents the competencies 

required for each of five identified areas such as analyzing performance/training needs and 

designing training as required leaming for trainers. The competencies include learning 
objectives for both the knowledge and the ski11 component of the competency. The TCA is 

based on an analysis of requirements of an entry level training professional by members of 

the profession. The outcomes of the analysis were validated by a cornmittee of training 

professionals who were identified in the public document. The certification program 

proposai has three requirements including: successful completion of an OSTD knowledge 

examination based on the TCA, successful illustration of a ski11 component to peers and a 

minimum of two years docurnented training experience. The details of the methodologies for 
testing were not available at the time of writing. 

The St. John Ambulance ski11 section of the Instructor/Instructor-Trainer program is 
cornpetency-based. The requirements for successful completion of the skills section are 

published in the student materials and include successful demonstration of First Aid and CPR 
skills to the documented standards as well as successful teaching to a group of students. The 
specific requirements for credit in First Aid and CPR have been developed by professional 

medical cornmittees and are periodically updated by these cornmittees. 



Recertification 

One method some associations use to control how individuals remain current is to require 

periodic recertification. Recertification is a topic that is often debated by the leadership of 

professional associations during their certification program development and is politically a 
very difficult topic to manage. Individuals ofien have very strong and opposing views on it. 

1s recertification necessary to ensure that the membership who have e m e d  a designation 

remain current? Two of the associations in the study had recertification programs and only 

St. John Ambulance has a mandatory process that requires periodic retesting on knowledge 
and skills components. Both the leadership of St. John Ambulance and the membership 

surveyed Mly supported the need for continued recertification of Instmctors and Instructor- 

Trainers. Over 95% of St. John Ambulance respondents indicated that mandatory 

recertification was necessary to maintain standards. 

The CCA has a voluntary recertification program based on acquiring points for participating 

in activities such as workshops. This program is administered by their sister organization, 

the ACA. There is no formal retesting of individuals. The leadership and individuals 

surveyed generally support this Uiformal program as suficient to meet their needs. However, 

when asked if mandatory recertification ought to be in place 46% of the respondents 
indicated yes. No details were added to the comments section of the survey to explain this 

response. The leadership of the Association was not supportive of this position. Some of the 

respondents compared the earning of the designation to the eaming of a degree. They noted 

that there is no requirement to recertifiy a MBA so why would you recertifi a designation? 

The CPA does not have a recertification program and the leadership and 62% of the 

respondents indicated there was no need for such a program. Respondents noted that in order 

to continue to work in the payroll field individuals must keep current with the Iegislative 

changes and that the association provided appropriate documentation to keep individuals 

current. 



The ICSA leadership in its interview stated that recertification was inappropnate for its 

designation program and refused to allow the researcher to ask the question on the survey. 

They were not prepared to have a discussion on the topic opened by a question of the survey. 

The OSTD has no idormation in their documentation about any recertification program. The 

Vice-President of Standards and Certification stated during his interview that a program 

would have to be put in place but he was unclear as to what it wouid look like. 

Table 5-1 
Recertification 

This question was not asked on the survey at the request of the ICSA leadership. 

Association 

L 

St. John Ambulance 

CCA 

CPA 

ICSA* 

Background of Respondents 

The association population surveyed varied considerably by association. The original design 

of the research was to randornly select members of the association to receive a survey. The 

I I 1 1 

Mandatory Recertification 

96.1 

46.0 

38.6 

No Mandatory 
Recertification 

4.6 

54.0 

62.1 



following are some of the issues that arose in the researcher's attempt to standardize the 

selection of who would receive the survey: 

The CPA is a trade association and the membership consists of member organizations. 

The association maintains a database of individuals who had participated or are 

participating in the certification program. If an individual had not participated in the 

program in the past two years, the leadership could not guarantee the data in the database 

was correct. Therefore, it was agreed that the target group for the survey would be 

individuals who had participated in the program in the past two years. This selection 

afEected the data collected around age and years of expenence. Additionally, the curent 

knowledge of practices and details of the designation program was current to the 

respondents. 

The participants in the CCA program are not required to maintain membership in the 

CCA in order to use the designation eamed. The population sweyed included members 

and non-members of the association who had eamed or were earning the designation. 

There is no survey of OSTD membership as the leadership wanted information about the 
certification program which was under development to come only from their office. 

Thus, feedback on the membership concerns, interests and knowledge of the process as 

developed was not obtained. 

A survey was sent to a random sample of ICSA and St. John Ambulance membership as 

per the original design. 

Reasons for Participating 

The leadership of each association during the interviews identified that individuals 

participated in the certification programs to cab their knowledge in the field, or to gain 

new knowledge in the field, or to gain new knowledge for career oppomuiities. Additiondly, 

the leadership of St. John Ambulance noted that many of their program participants are 

volunteen and participate in the credentialing program in order to provide volunteer senrices 

to theu comrnunities. Each association was interested in obtaining the results from the 



surveys to confirm their reading on the reasons for participation and to document other 

hdings so they could use the information in program development. 

For al1 associations analyzed (except St. John Ambulance), the main reason that respondents 

were participating in or have participated in a certification is to gain or validate knowledge in 

the field of certification. The second moa frequently identified reason was either to 

strengthen their position in the current job or strengthen their position in the job market 

(Table 5-2). These facts confirmed the beliefs of the leadership of the associations. 

Over 90% of the CPA respondents identified these two reasons for participating in the 

certification program. Additionaily, 85% of CPA respondents indicated that the designation 

would expand their career options. The CPA program provides introductory courses at three 
levels in the area of payroll that are not available in the formal education system and are 

specific to the legislative requirements for handling payroll in an organizaîion. The 

participation in the employer sponsored association, although not a key requirement for the 

job, is seen by participants as necessary. 

For ICSA and CCA respondents, their designation was seen by a significant percentage as a 

tool to expand their career options. According to one of the interviewees of the CCA, many 
of the participants in the program are mid to senior manager staff with post secondary 

education who are looking to change careers or who are formally itlustrating to their current 

employers the acquisition of knowledge by earning the designation. Over 50% of ICSA 

respondents identified that they had formal education credentials such as LLB or CGA. The 

designation, in addition to other formal credentials, is perceived as having benefits to career 

development by the candidates who network and obtain professional development 

opportunities at seminars and workshops (Table 5-2). 

The main reason St. John Ambulance respondents identified for obtaining a designation was 
to make a volunteer contribution to their community (Table 5-2). This fact confimis the data 



from the interviews and association documentation. However, 36.7% identified the 

designation as a means of strengthening their position in the job market since some 

employers such as the police and firefighting require the designation for employment. 

During the leadership i n t e ~ e w s  it was identified that these employers take the St. John 

Ambulance program and add to it to meet their own specific safety needs. 

The leadership of the OSTD clearly stated that they saw their program as a means to increase 

the credibiiity of trainers with employers and the government, to help employers assess the 

capabilities ofpotential candidates for trainers when hiring and to provide employers with a 

means of evaluating and maximizuig the use of their training staff. If these objectives are 

achieved then it could be deduced that potential candidates for the designation of the OSTD 
will see the designation as a means to develop their career options and strengthen their 

position in their job or the job market. 

Although the certification programs Ieading to a designation have been developed by 

volunteer professional associations and there is no legal requirement to have a designation to 

practice the occupation, the designations are perceived by the participants in the programs as 
benchmarks used by employers in the selection of candidates for jobs. Additionally, the 

designation was identified as a means to expand career options. Volunteer professional 

associations whether they intend to or not are affecting the ability of an individual to enter a 

profession. They are setting a baseline for employers to use in the absence of other cntena or 

in conjunction with other cnteria such as a degree to prescreen candidates for positions. 

The President of the CCA~' expressed some concern that ernployers believe that the CCA 

designation indicates that an individual cm perform on the job. In her opinion the CCP 
designation illustrates that an individual has demonstrated mastery of specific knowledge but 

does not illustrate an ability to apply the knowledge to the job. She was concemed about the 

liability the association might have if employers perceived that the CCA designation 

25 I n t e ~ e w  with President of CCA. (1994). 
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illustrated the transferability of  knowledge to skills on the job. The CCA in granting the 
designation does not test the individuals' ability to transfer the knowledge component to 
skills on the job. 

Table 5-2 

Reasons for Participating in the Designation Program 

Reasons 

Gain howledge in the field. 
(Validate CCA) 

Strengthen my position in my job. 

CCA 

75.3 

Strengthen my position in the job market. 

Gain respect among my colleagues and 

Become part of a network of practitioners 

in the field. 

55.6 

professional associates. 

Expand my career options. 

Obtain a designation which was/is a 
requirement for my job. 

CPA 

94.4 

42 

34.6 

95.7 

46.9 

ICSA 

77.2 

48.1 

9 1 

51.3 

Make a volunteer contribution to my 

community. 
= - 

Earn extra money teaching. 

St. John 

86.1 

- 

52.2 

35.6 

58.2 

31.6 

70.9 

36.7 



Whereas, the Vice President of the O S T D ~ ~  indicated that the cornpetencies documented by 

the OSTD for trainen provide employers with a means to screen candidates for positions or 

to evaluate trainers. The program is designed to ailow individuals to evaluate their own 

cornpetency and thus, employen could use the same methodology (the tookit of the TCA) 

with potential candidates or staff .  In summary, some volunteer professional associations are 

moving to a certification program that cm be used as a screening mechanism for employers 

and they define this concept as one of the purposes of their program. 

Other certification programs analyzed although not marketed as a requirement for 

employment in the field by the association, are seen as such by the participants in the 

ProgramS. 

Prerequisites to Participate in Programs. 

The prerequisites to participate in the designation program and to successfully complete the 

program were discussed with the leadership of each association and are clearly documented 

in the literanire of each association. However, the responses of those participating in the 

surveys did not always reflect the documentation of the association. At least 50% of al1 

association respondents, except those of St. John Ambulance, identified work experience in 

the field of the specific designation as a requirernent to participate in the designation 

program. The CCA, St. John, CPA Level One and OSTD programs are entry level programs 

to the profession and as such do not require work experience. The CPA has an entry level 

certification program which does not require work experience. nie two additional Ievels of 

certification require the CFA previous level course for entry to the next level course. 

26 hterview with Vice President of Standards and Certification, OSTD. (1994). 
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Only 45.8% of ICSA respondents indicated that one needed to hold a relevant position in the 

field to receive certification. This is an association requirement. Perhaps there is some 

confusion due to changing requirements over tirne and/or the location in which the 

respondents applied for designation, as many obtained their original designation in other 

countries a number of years ago. Only five respondents are participating in the newly 

launched certification program entitied "Program 2000". ûther association respondents were 

not asked this question and none added it as a requirernent under comments. 

Table 5-3 

Requirements Respondents Felt were Needed to Participate 

in the Certifi~catioo Program 

1 Requirements 

1 Employer recommendation. 

Work experience in the field of 

designation. 

Permission from employer to have 

time from job. 

Prior training in the field of the 

designation. 

1 

St. John* CCA CPA ICSA 

Employer support in paying course 

fees. 

Hold a relevant position in field. 

*St. John hogram has a defmed sa of requirements that are different fkom the other associations 

** Not asked as it wôs not a requirernent of the association. 



Time off fiom the job to participate in CCA courses was required for 76.9% of respondents 

as their courses are only available in 2.5 &y blocks through the association. This 

requirement is c o b e d  during the leadership interviews and it was recognized as a b d e r  

to participation of some individuals. However the CCA leadership did not see it as a 

significant banier. The requirement for t h e  off from the job was not an issue for other 

associations analyzed as courses required are offered at varying times throughut the year 

and/or via varied modes that allowed participants to shidy based on their own schedules. The 

CPA leadership noted that they offered their courses by correspondences and their Level One 
course has a computer-based delivery methodology as well to help eliminate access issues. 

CPA respondents identified that they took courses by correspondence as it meant that they 

could do the course on their own time. Some identified that their employer required them to 

take the program on îheir own time. Some CPA respondents noted that although the 

computer-based methodology was a good idea they had no cornputer and thus could not use 

the prograrn. 

Over 40% of CPA respondents indicated that they required prior work expenence in the field 

of the designation as a requirement to participate in the designation prograrn. According to 

the leadership inte~ewed this is definitely not a requirement. Respondents added comments 

to this question indicating that the CPA course assurned some knowledge that without 

experience they would not have known. 

When asked if employer support was required to pay course fees both CCA and CPA 

respondents overwhelmingly indicated yes (Table 5-3). As courses are expensive most 

candidates would obviousiy prefer that their employers pay. The percentage of ICSA 

respondents wanting employer financial support to pay program cos& was approximately 
30%. This is not surprishg as generally courses and thus course fees are not required. 

There is considerable variation in what respondents felt should be required for certification 

and what the association required. The ICSA requires employment in the field for 



application to the designation program and only 47.5% of respondents tèlt this should be 

mandatory. No specific rasons were noted in the comments. 

Forty-seven percent of CCA respondents, 72% of CPA respondents and 39% of ICSA 

respondents indicated that participation in association courses should or needed to be 

mandatory. Both the CCA and the CPA allow participants to wnte the examination for their 

courses and if they are successfùi they are awarded credit. The leadership of both 

associations stated that individuals should be able to illustrate the knowledge gained through 

experience and/or self-study without having to spend the time on a course. Over 95% of 

CPA respondents were aware of the challenge option but 72.1% identified that participation 

in the courses of the association should be mandatory. Oniy two respondents out of 158 

identified that they had participated in this option. However, a number of participants in the 

survey fiom both associations identified in the comments section that in order to assure 

themselves success on the examination, they needed to take the courses. It would appear 

they were unclear about the requirements for successful completion of the examination or felt 

course materials needed to be supplemented by instructor experience. The ICSA response of 

38.8% indicating that mandatory course participation was needed can not be explained with 
additional data. 

Forty-five percent of ICSA respondents, 37.7% of CCA respondents and 62.2% of CPA 

respondents identified that a successfüi completion of a comprehensive examination needed 

to be or should be mandatory. At the t h e  of the interviews the leadership of the CCA and 

the CPA had stated there was no need for such an examination and they saw no value in 

having candidates for designation complete an association comprehensive exarnination. The 

CCA has complete control over the courses and exarninations of their program and the CPA 

has the same over their subject specific courses. 



Table 5-4 

Requirements that Respondents felt ShoulcüNeed to be Mandatory 
for Participation in the Designation Program 

Requirements 

Participate in the courses of h 
the association. 

I Complete association exams 

Successfülly completed a 

1 Have current association 

membershi p. 

1 Have employment in an 

appropriate field. 
I 

(Should be (Should be (Needed to be 
mandatory) 1 mandatory) 1 mandatory) 

*This question was not asked of St. John Ambulance respondents 

Membership in a professional association is usually a requirement to continue to use the 

designation. Continued membership assures the association of ongoing financial viability 

fiom fees and control over those using the designation if the association camied out its 

policing role. The OSTD leadership stated in their interviews that individuals eaming the 

OSTD designation would be required to continue to maintah their mernbership. The CCA 

does not have a membership requirement to continue to use the CCP designation. The CCA 

leadership stated that as aa association they decided not to make this mandatory but to 

provide prograflllTilng that encouraged individuals to maintain their membership. Fi@-seven 



percent of CCA respondents Mered  from their leadership and indicated that there should be 
a mandatory membership requirement. Only 26.6% of CPA respondents identified that 

membership should be mandatory As the CPA is a trade association, the researcher can only 

assume that these respondents felt that individuals who participated in the designation 

program should be employees of the trade association members. Forty percent of ICSA 

respondents identified that there should not be a mandatory membership requirement to 
participate in the designation program. Further information would be required to explain this 

information. 

Standards 
Table 5-5 

Who Sets Standards and Who Should Set Standards for Certifi~cation Program 

NOTE: Data is the percentage dinerence between who respondent felt should be 
setting standards and who the respondents beiieved is setting the 

standards of certification 

Association 

Who 

ICSA standards are set outside of the country with Canadian input. As a new program has just been 

launched. The researcher was asked not to ask this question because it would open an issue the 

association was not prepared to address at this the .  
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Volunteers of the Association. 

CollegeRlniversity experts in the field. 

Professional association staff. 

Employers of the graduates of the 

program. 

CCA 

(4*1) 

23.9 

(3 -8) 

24.1 

St-John CPA ICSA* 

(7-2) 

22.8 

(8-7) 

26.8 

28.1 

26.9 

5 -6 

** 



The understanding by association membership of who is setting certification standards and 

who they believe should be doing it often does not reflect the reaiity. In Chapter Four the 

researcher identified that respondents in generai did not know who set the professional 

standards required to eam the association designation. One inteniewee2' stated that who set 

the standards was not an issue if the designation was accepted by the marketplace and helped 

to facilitate employment. In her mind individuah were oniy concemed about who was 

setting the standards when a new program was being developed. The analysis of who was 

involved in setting the standards of certification versus who respondents thought should be 
involved (Table 5-5 ) reflects a significant difference in opinion. For the three associations 

analyzed, over 20% of respondents believe there should more input fiom collegefuniversity 

experts in the field of certification into setting the standards. Additionally, 24.1% of CCA 

and 27.1% of CPA respondents said that the employers of the graduates of the program 

should have input in the setting of certification standards. The St. John respondents would 

like to see more input fiom the volunteers of the association. 

. . .  
cessibil ity 

Location 

Accessibility to the courses of the designation programs is perceived was identified as an 

issue by St. John Ambulance and CCA leadership. In both cases, the association controls the 

courses being offered and makes them available only in locations where the number of 

candidates will cover the cost of ninning the course. The survey identified that accessibility 

to courses of designation programs is perceived by respondents as a problem in al1 four 

associations. The location where courses were held was noted as the key reason for the lack 

of accessibility was noted by respondents. 

" Interview of Traîner for OSTD. (1 994). 



As expected, the ICSA respondents had the least difficdty with access to their program. 

Only iodividuals who have not meet specific criteria in the ICSA program have to take 

courses which are available through local colleges and the ICSA offices. Centres in various 

communities have been approved for examination purposes. Additionally, partial course 

exemptions were granted for 54.8% and full course exemptions were granted for 10.5% of 

ICSA respondents. The granting of course exemptions reduces the perceived lack of 

accessibility . 

For St. John Ambulance Instructors, accessibility to training due to lack of courses in certain 

locations in Ontario was an issue for 24.4% of the Instnicton (Table 5-6). Instmctor courses 

are controlled through St. John Ambulance Provincial Office and participants are required to 

attend a course, demonstrate skills and recertiQ every three years by attendance at a course. 

Courses are generally not run in remote areas of the province because there are not enough 

participants to warrant the cost of sending an Instructor. Thus, candidates for certification 

must travel to larger centres and pay the cost of the course plus travel and accommodation. 

At this time St. John has no proposed solution to this problem. 

CPA respondents (1 7.1%) had sorne issues with the accessibility of courses for the CPA 

program (Table 56) CPA courses are available through correspondence, an option that 

facilitates the access to prograrns. The CPA respondents identified issues that affected 

accessibility such as the lack of r e m  of reviewed materials and feedback on assignrnents by 

the association. The elective courses are available through local colleges and universities. 

Again this option facilitates course availability except in the areas where a local college does 

not exist within a reasonable distance of where the candidate lives or where the courses of the 

local college are not accepted by the CPA. 

Accessibility to courses is a problem for over 50% of CCA respondents. The courses are run 

only through the association. Candidates are not required to take a course pnor to writing the 

examination for credit but approximately 50% of respondents identified that they felt the 

need to take the courses to be prepared to write the examination. The courses are offered in 



locations across Canada where the number of candidates support the cost of setup and the 

instnictors. The program is designed as a money maker for the association so it is not 

prepared to run at a loss. Respondents identified that in some provinces, such as PEI or 

Alberta, there are no courses offered or when courses were offered they were cancelled due to 

the lack of registration. Courses are generally run in Vancouver, Montreal and the Toronto 

area. The CCA has begun to address the accessibility of courses due to location by 

developing a home study program for a quantitative methods coune and an interactive video 

course for job evaluation. 

The staff and volunteers of OSTD who were inteniewed believe that accessibility of courses 

to meet the competencies de£ïned for the designation program will not be an issue for 

potential candidates. The design of the program requires individuals to assess their own 

competencies using the toolkit and to close any gaps by self-study or by taking courses 

offered by any educational institution or third party trainer. OSTD proposes to put no 

restriction on where individu& leam the required competencies. They plan to encourage 

local colleges and universities to be test centres for the knowledge examination and to 

minimize the potential lack of access to the certification examination. n ie  proposed OSTD 

certification program leaves a lot of responsibility with the potential candidates to ensure 

they access the training that is likely to help them develop the required competencies for 

certification and to facilitate their successful completion of the certification knowledge and 

ski1Is examinations. 

Table 5-6 
Accessibility of Cefication Progam 

Courses are not Accessible Organization 

St. John Ambulance 

CCA 

CPA 

Courses are Accessible 

75.6 

49.1 

82.9 

24.4 

50.9 

17.1 



Responsibility for Cost of Certification Prognun 

Cost of the program was also identified as an issue affecthg accessibility. There was an 

ovenvheirning response, (Table 5-7) fiom the respondents of the CCA, CPA and the ICSA, 
that the responsibility to pay for the program courses ought to lie with the employer andlor 

the participant and the employer. Unfortunately, this question was not asked of the St. John 

Ambulance Instnictors/Instnictor-Trainen. Data gathered on the cost per course of the 
various programs was extremely variable and was not very useful. Ln the responses to the 

question on cost of the program, the St. John Ambulance respondents indicated that the 

training was often required by the employer or the Brigade of St. John Ambulance. 

Individuals were not aware of the cost as it was paid by the organization or group that 
required the individual to have the certification. It is interesthg to note the emphasis on the 

employer to pay the cost of the voluntary certification program, especially when the 

designation is strongly identified as increasing career options of those holding the 

designation. 

Table 5-7 

Responsibility of the Cost of the Courses for the Desipotion 

* This question was not asked of St. John Ambulance respondents as the designation. 
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Association 

Who 

Participant in the program 

Employer of the participant in the program 

Both the participant and the employer of the 

participant in the program 

Depends 

CCA 

21.4 

48.5 

55.3 

8.7 

CPA 

20.5 

38.5 

52.6 

7.0 

ICSA 

38.1 

10.7 

51.1 

8 

St. John* 



As outlined in Chapter Two, continuhg education is defined in many ways and includes 
activities such as conferences, workshop and reading periodicals. During the interviews the 

leadership of each association identified that they sponsored or CO-sponsored an annual 
conference as well as local seminars and workshops in their role of providing professional 

development opportunities for their mernbership. Each indicated that membership 

participation at the events was generdly good. The sunrey data confirmed the interview data. 

Approximately, 60% of CCA and St. John, 38.8% of ICSA and 23.9% of CPA respondents 

participate in the association conference or CO-sponsored conference (Table 5-8). Local 

workshopdor serninars are attended by over 80% of CCA and CPA respondents and 66.1% 

Table 5-8 

Activities Participated in to Keep Knowledge in Field Current 

Activities 

Association conference or 

CO-sponsored conference. 
L 

Local workshopd seminars 

CCA 

58.8 

Teach or direct workshops. 

86.3 

Write or publish articles in the field. 

Read articles fiom the association. 

CPA 

23.5 

19.6 

Other professional meetings/ 

cornmittees 

80.7 

11.8 

28.4 

T 

ICSA 

38.8 

8.3 

19.6 

St. John 

59.5 

46.3 

11.9 

8.5 

38.8 

66.1 

14.9 

17.9 

2.0 3 .O 11.9 



of St. John respondents. Less than 50% of ICSA respondents participate in workshops. The 
reading of articles in the professional field was identified by 28.4% of CCA and 3 8.8% of 

CPA respondents. This information confirms the data recorded earlier, under the topic 

recertification, that in order to remain cwent  and work in the field, respondents identified 

that it was necessary to continually keep abreast of Uiformation on legislative changes which 

were provided in CCA and CPA documentation.. 

Al1 three types of certification programs (critenon-, curriculum- and competency-based) 

identified by Barnhart (1994) were studied in this research. In ail cases individuals 

participate in certification programs to gain or validate their professional knowledge, 

strengthen their position in their job or the job market and expand their career options. Only 

one association had published required competencies for the certification program and the 

association leadership indicated that they expected employers to use these competencies as a 
means to screen potential employees. 

There was general agreement between the leadership interviewed and the data received on the 

surveys on requirements to participate in association programs and to be successful. 

However there are some differences and work expenence was a significant one. Although 

not required by CPA and CCA for participation in the certification program over 60% of 
respondents in both cases felt they needed this experience to participate in the program. The 

reason stated by respondents was that the courses and examinations covered materials that 

required previous knowledge of subject matter that would be gained during work experience 
oppominities. 

Respondents were unclear as to who set the professional standards but generally, they 

indicated that more input was needed from university/college experts in the field and fkom 

employers of the graduates of the programs. 



Accessibility was perceived by a significant number of respondents Ui St. John Ambulance 

and CCA as a problem due to the lack of courses in specifïc locations. For participants in the 

CCA, St. John Ambulance and CPA programs the cost of the courses, including travel and 

accommodate, were also factors aBecting accessibility. 

Continuing education in addition to the certification program is offered by ail associations 

and respondents indicated that they participated in these programs. The need for 

recertification was identified by respondents of St. John as essential. The other respondents 

felt no need or felt that the cun-ent program (CCA) was sufficient. When safety of the public 

is an issue, then continually updating skills is acceptable. Otherwise recertification in a 

forma1 sense with examinations was not a choice of the respondents. 



Chapter 6 
Con- 

In a world where technological developments and innovations are changing the nature of 
work, traditional jobs are disappearing and new, more advanced forms of work, requiring an 

expanded and growing lcnowledge base are emerging, the need for continuous development 

of new skills is and will continue to be required. Learning is taking on a new meaning. 

Volunteer professional associations play a significant role in the potential leaming of their 

memben. They develop publications, seminars, conferences and workshops to bring to their 

membership the latest and greatest in the field. n i e  development and maintenance of a 

professional certification process is part of the opporhuiities for learning provided by some 

associations. 

Houle's concept (1 980) of professionalizing is even more relevant in the 1990s. Individuais, 

who see themselves as an occupationai group with a speciaiized body of knowledge, are 

continuhg to form associations. The goals of these newly formed organizations include: 

reguiating the occupation, creating a positive public image and grouping together to provide 

networking opportunities and some professional developrnent opportunities. The research of 

this thesis focused on five volunteer professional associations that have created a certification 

program and are at various stages of irnplementation/management of their programs. The 
research problem to be addressed was to explore the processes that the five voluntary 

professional associations use to certify their membership and the understanding of the 

association membership and others of the methodology used to defme the certification 

process. The objectives that were addressed and the questions that the researcher attempted 

to address are outlined in Chapter Three. The associations that participated in the study 

were: 

The Ontario Society for Training and Development who had just created and published a 

set of cornpetencies that they planned to use as the basis for its certification prograrn, 



St. John Ambulance who have an instructor and an Instructor-Trainer certification 

prograrn that was updated in 1990, 

rn The Canadian Compensation Association whose ten year old program is based on its 

American parent organization program, 
rn The Institute for Chartered Secretaries and Administrators originally fomed in Great 

Bntain in 1891 whose program was recently updated and, 

rn The Canadian Payroll Association whose ten year old program is a mixture of 

association and collegeluniversity requirements. 

es of Cert 

All three types of certification programs as descnbed by Barnhart (1994) were covered in this 

study. The ICSA prograrn is critenon-based, the CCA and CPA are curriculum-based, St. 

John Ambulance is a mixture of curricdum- and competency-based and the OSTD is 

competency-based. Only the leadership of the OSTD and St. John Ambulance were able to 

descnbe why they had chosen a specific type of certification program. The OSTD program 

was recently designed and the leadership who were interviewed had been directly involved in 

the prograrn development. Additionally, the development process had been documented, the 

outcomes were published and available to individuals who wished to purchase a copy. The 

leadership that was interviewed stated that as a training organization they suggested that the 

requirements for participants in training programs should be clearly defined and available to 

the trainees. In developing their own prograrns they believed they ought to practise what 

they were preaching. The St. John Ambulance program was updated in 1990 and the 

Director of Standards and Certification for Ontario had been directly involved in organizing 

the update to the Instructor and Instructor-Trainer prograrn. A mixture of curriculum- and 

competency-based was chosen because those involved in the update decided that the 

Instmctors and Instructor-Trainers required knowledge based on adult education (curriculum 

portion which was developed as a course with general course requirements) and an ability to 



demonstrate specific CPR and First Aid skills (competency-based which was developed 

based on clearly defined meamble  outcomes). 

The research confirmed that the certification programs of the five volunteer professional 

associations studied were : 

a developed and maintained by some members of the profession, 

advertised and perceived as defining and measuring standards of professional practice, 

advertised and perceived as a means to separate individuals who are perceived to be 

competent fiom those who are not, 

documented but the details are ofien in confidentid association documents and, 

in three out of five associations, curriculum-based (standards tend to be defined in terrns 

of courses required not job specific cornpetencies). 

The benefits that some associations shidied believe they gain fiom developing, irnplementing 

and maintaining a certification program include: 

an improved public image15, 
improved academic programs due to the defining of the body of knowledge of the 

16 profession , - an increased confidence by the management community and the general public in the 

qualifications of a professional " and, - increased opportunity for self-goveming of the profession'8. 

15 Interview with Vice President, Standards and Certification, OSTD. (1 994). 

l6 ibid. (1994). 
17 HRPAO brochure. (1 994). Toronto, Ontario: HRPAO. 

l 8  Brochure on Certification, OSTD. (1994). Toronto, Ontario: OSTD. 
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Disadvantages and Difficulties 

The disadvantages and difficuities for some of the associations stuclied in developing and 

maintaining a certification prograrn include: 

identifying and developing core co~n~etencies '~,  

the need for considerable resources, both financial and hurnan, to develop the prograrn 

and to maintain it ", 
considerable resistance by professionals outside of the organization who were concemed 

that a specific organization was taking contrd of professional standards2', 

determinhg methodologies to access skills of candidates and, 

determinhg how to ensure knowledge and skills remain currentu, 

n i e  OSTD leadership indicated that its only started the process to develop a certification 

prograrn when it had the dollars and resources in place to begin the difficult task of 

identiS.ing and developing core cornpetencies. Additionally, the Vice President of Standards 

and Certification stated that there would be a signifcant cost to ongoing maintenance which 

would have to corne fiom the fees of the program when implemented. The Managing 

Director of the CCA program, which is built on the work done in the United States by the 

ACA stated the organization must budget every year for ongoing development and this cost 

is planned into the cost of the courses. This process is also mie for the CPA. Both St. John 

Ambulance and the ICSA update their prograrns when resources are available and the 

leadership support the project. However, the competency standards for CPR are updated 

19 Interview, Managing Director, OSTD. (1 994). 
20 Interviews with Vice President of Standards and Certification, OSTD and Education 

Coordinator of the Marketing Association. (1 994). 
2 1 Interview with Vice President of Standards and Certification, OSTD. (1 994). 

* Interviews with Managing Director, CCA and Vice President of Standards and 

Certification, OSTD. (1 994). 
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internationdly every five years and S t  John Ambulance are required to make changes to their 

redesign as resources are not available to make major changes. The lack of resources for 

program maintenance and updating is a major issue for volunteer professional associations. 

When standards change, such as in the CPR changes for St. IJohn, the response is usually to 

distribute an add on as resources are not available to update the program. Resourcing is also 

a factor when they are looking at alternative delivery strategies for programs. 

Certification Pro- Reauiremem 

Most volunteer associations require continued membership for an individual to continue to 

use the designation. This requirement ensures a source of continued revenue in the form of 

fees for the association and an audience for their other professional programs. The CCA was 

the only association studied that did not require continued membership. The lack of this 

requirement did not seem to have a negative effect on the growth of the CCA membership as 

this organization has experienced continued growth in the past few years. Their own s w e y s  

indicate this growth is due in part to the provision of education and professional development 

opportunities in a format that is not otherwise available to their membership. However, the 

lack of membership requirernent would affect the ability of the Association to control how 

the designation is used. 

In the case of both the CCA and CPA, individuals often take association courses but do not 

complete the designation. Discussions with the Managing Director of the CCA and the 

Manager of Education of the CPA indicated that there were a nurnber of reasons why, 

hcluding : 

individual courses offered by these associations are required to do a specific job in the 

areas of compensation or payroll and these courses are not available elsewhere, 

the courses are recognized in the industry as providing the knowledge and/or skills to deal 
with govemment requirements in the areas of compensation and payroll, 



individuals taking the courses often have jobs that require them to have the specific 

training in a specified professional area and, 
individuals may be only doing the job for a short penod of tirne and do not want to spend 

the time and dollars on the designation. 

The prerequisites for CCA and CPA program allow al1 candidates to challenge the need to 

take a course by applying to write the examination for credit. This process of challenging the 

system is in its infancy in the Ontario education system. Candidates for a college diploma 

cm, under the Pnor Leaming Assessrnent process, either build a portfolio of their 

accornplishments for assessrnent by college faculty or write a challenge examination to gain 

credit for a course or courses towards a diploma. Although the challenge option is available 

to al1 CCA and CPA designation candidates, the majority of respondents of both 

Associations indicated that they needed to take the courses to ensure success on the 

examination. They were mure  of the requirements to be successfid on an examination, felt 

the information provided by the association to prepare for the examination was insuficient 

and that the information provided during the program or fiom feedback on self-study 

assignments was a requirement for success. 

. .  . 
Çertification Pro- Participation 

The key reasons that respondents fiom the CPA, CCA and ICSA associations analyzed 
participated in and or are participating in the volunteer professional association certification 

programs included: 

gain or validate knowledge in the professional field, 

strengthen position in a job or the job market and, 

expand career options. 

This finding validates the reasons that associations develop and offer these courses. A 

review of the advertisements of a number of the volunteer professional associations found 



that the professional development courses of the designation programs are advertised as a 

method to validate a professional's knowledge and skills, demonstrate comrnitrnent to and 

expertise in a professional area and help the professional gain the respect of their peers and 

the public. The proposed program of the OSTD is being developed to support the above 

reasons. Individuals participate in the St. John Ambulance program to gain the skills to 

provide volunteer services to their communities in addition to the above reasons. 

Standards 

Although the leadership of the associations studied was clear on who set the standards, there 

was considerable variability among those sweyed and their respective association as to who 

sets the standards and who they believed should be involved in sening the standards. One of 

the trainers who was i n t e ~ e w e d  in the study of the OSTD stated that individuals were not 

reaily concemed about the standards or who set them if the certification program was well 

recognized in the marketplace. In her opinion, the question of standards among potential 

participants in a program only arises if it is a new program. The concem at that point is will 

the new program provide the qualifications that will be recognized by the potential 

emplo yers? 

What are the requirements to earn a designation for current members of an association when 

a new certification program is introduced? Frequently, current association members are 

grandparented. That is to Say, they are given the right to use the designation but have no 

requirements to meet. Gmndparenting may be a political necessity to get the new program 
accepted by current Association members. The OSTD leadership indicated that no 

grandparenting when its program is launched. However, mernbers of the OSTD who have 

completed the advanced level of the PDAP program wiil not be required to be tested on the 

knowledge component of the certification. They will however, be required to successfully 

complete the skills component to be awarded the designation when it is decided how the 

skills component will be tested. It will be interesting to see how the association implements 

the testing of the skills component. They may encounter the usual political issues, such as 



lack of support of the process by long standing members that could affect the outcome of the 

implernentation. 

The researcher's concem in the area of standards is their validity. If a group of professionals 

creates a program that becomes accepted in the marketplace, who validates and maintains the 

standards to reflect the professional needs? Will there be public documentation that clearly 

defines the how the standards were arrived at and how they will be tested and rnaintained 

current? Generally, there is minimal public documentation on the methods used to set the 

standards. The current leadership of an association is ofien unaware of how the original work 

was done. The researcher believes that the lack of knowledge surroundhg the development, 

details and evaiuation of standards can imply hidden agendas on behalf of the developers of 

the program of the association staff or the volunteer leadership. 

Professional associations by their nature are run by staff  and volunteers who periodically 

change. If the history of the development and maintenance of the program is not available, it 

becomes difficult for individuals to be aware of the details and to build on the history. 

Potential certification candidates work to eam a designation because it is recognized in the 

marketplace but they are unaware of the cornpetencies required. How can individuals be 

confident that the knowledge gained during the certification program reflects the needs of the 

profession? If a maintenance program is not in place, the currency of the standards will 

evennially becorne an issue. Employers using the designation to screen potential candidates 

will assume they have base knowledge required for a current position and this knowledge 

may not be current. Evennially, the lack of currency of a prograrn will refiect on an 

association and the demand for the designation will disappear. In the short term the 

individual taking the prograrn will not be receiving value fiom the professional association. 

The respondents of the CCA and the CPA indicated that they would prefer more input to the 

standards from University and College experts in the field. Why would they want these 

groups to have more input? It would appear to the researcher that the respondents had 



confidence in such experts and were less confident in their association colleagues to set 

standards. This area would be an intereshg one to pursue with M e r  research. 

Finally, over 6 1 % of CPA respondents, 45% of ICSA and approximately 38% of CCA 

respondents indicated that there should be a comprehensive examination completed by 

candidates for the respective designations. None of these associations had this requirement in 

place. Generally, comprehensive examinations are put in place to confinn that candidates for 

designation have met a common standard such as in the case of the HRPAO. The 

associations have not responded by creating such an examination. The leadership of the 

CCA indicated that such an examination was not necessary since they had control of content, 

delivery and evaluation of al1 courses and do not allow exemptions. Whereas other 

associations sucb as the CPA and ICSA do allow exemptions and they credit college and 

univenity courses as meeting their need or being equivalent to their courses. At this time 

they are not responding to the membership need. Some associations, such as the HRPAO, 
publish a yearly document that outlines the course equivalents to their own in various 

colleges and universities. How does an association determine that a course meets their 

standards? How do they monitor the standards of the course? This is an area for m e r  

study . 

When programs are tightly controlled by the association and ody offered in specific 

locations, access to the prograrn was identified as an issue by both the association leadership 

and the individuals surveyed. Cost of programming including fees, transportation, supplies 

are also factors affecthg accessibility. Respondents to surveys ovewhelming indicated the 

need for employer support to pay fees. Altemate delivery strategies such as conespondence 

or computer-based delivery c m  help to alleviate the access issue but participants need access 

to equipment or support to make these alternatives a viable option. The CCA and CPA have 

begun to develop and deliver prograrns by altemate means such as interactive video and 



computer-based study. The question is why are there not more distance education strategies 

in place. Although individuals rnay be aware of distance education options, in the 

researcher's experîence, most do not have the knowledge andlor the expertise to pursue thern. 

To develop a multi-media delivery mechanism it would be necessary to document 

Iliformation in significant detail because you no longer have an instnictor to complement the 

documentation. The cost and time to develop such programs is significantly higher than the 

traditional classroom based program. However, the delivery costs are significantly lower as 

there is no need for an instructor. Additionally, testing can be built into the system to 

minimize administration costs. The delivery of certification programs by distance education 

has the potentid to reduce the cost of transportaiion and perhaps fees as the overall 

development and delivery cost of the associations should decrease. The researcher believes 

that there is potential growth if the association leadership decides to rnove in this direction. 

Many of the individuals involved in the development of certification programs for 

associations do not have an education background. Individuals intewiewed by the 

researcher, who had responsibility for the certification programs, were Manager of 

Marketing, Manager of Communication and Executive Directors. In the opinion of the 

researcher, if the associations are going to make significant use of altemate delivery 

strategies for their certification programs they will need to first gain some expertise in these 

areas. 

Continuing education has two components, recerti fication and O ther voluntary professional 

development activities such as conferences and seminars. Al1 associations in the study 

sponsored or CO-sponsored activities such as conferences, workshops, seminars and 

publications as a means to keep their membership up to date in the professional area. These 

activities were generally supported by those surveyed, with local seminars and workshops 

being the most popular. In al1 cases, the participation in these activities was voluntary. The 

availability of such activities depends on registration. Although the leadership of the 



associations studied indicated that their events were well attended, it is dif icdt  to determine 

the extent of such activity as the leadership of d l  associations studied clearly indicated that 

programs with low registration were cancelled . Al1 events were designed to make money. 

Recertification was required only by the St. John Ambulance programs. In addition to 

mandatory recertification, the association had other professional development activities that 

were generally voluntary. However, the Metro Branch of S t  John Ambulance required 

yearly participation in a professional workshop, in addition to the recertification course, for 

individuals to maintain the right to work in the Metro Branch. The leadership of the Metro 

Branch stated that they felt a need for higher standards and since they had a significant 
number of instructors they could afford to more demanding. Variable standards for the same 

designation fiom the researcher's point of view is not acceptable. If standards are defined as 

appropnate to eam a designation and maintain currency, they should be consistent for d l  who 

eam or maintain a designation. What surprised the researcher was this did not seem to be an 

issue with the Instructors. Further research into the seeming acceptance of variable standards 

would be valuable. 

In Chapter One of the thesis the researcher asked the question; Do volunteer professional 

associations play a role in the monopolization of labour pools? The participants in the snidy 

have indicated "yes". A significant number of respondents in each association see the 

designation fiom the certification p r o m s  as a required tool to enter the job market or 

expand their career options. 

According to Barnhart (1 994) the development of a certification process by a volunteer 

professional association gives the association control over the requirements for individuals 

who want to practise the profession. Certainly the research verifies this point. The Vice- 

President of Standards and Certification for OSTD, in his interview, stated that the 

competencies that OSTD has created will provide a means by which employers can assess 



employees working as Trainers or screen potential candidates for training positions. OSTD, 

in their needs analysis pnor to program development, identifieci a gap in the educational 

programs offered at Colleges/Universities in the area of training. According to the Vice 

President of Standards and Accreditation, no specific career path leading exists that leads to 

a degree or diplorna in Training. To close this gap they defined standards for entry level 

training professionais and plan to encourage Colleges/Universities to develop their 

curriculum to support these standards. 

In the majority of cases, the associations have created a curricdurn-based program based on a 

set of courses a group of professionals of the association recognize as needed to practise the 

profession. Of the associations studied only St John Ambulance had a set of public 

documents that illustrated tlie processes used to defme what was included in their 

certification program. Curriculum-based programs tend not to be based on a job analysis of 

the profession but on a group of professionals' understanding of their needs.. If employers are 

using the designation as  a meen to assess potentid candidates for a job, the screen may not 

be as consistent as employers would like to think. The researcher, fiom personal experience 

as a registrar for a professional association that supported a curriculum-based program, was 

offen asked to grant course exemptions. To grant an exemption fiom participation in a course 

not formally acknowledged by the association, a review of the course outiine and assessrnent 

methods was required. Course outlines Vary considerably. The outcomes achieved by 

participating in a course are far fiom explicit in most course outlines as the standards Vary 

fiom institution to institution. An exemption was granted by the researcher, if approximately, 

75% of the course outline was similar to the association accepted course outline. 

Some professional associations, such as the HRPAO, who support a curriculum- based 

certification program that can be delivered through colleges and universities, became 

concemed that the various courses taken by potentiai designation candidates did not provide 

them with the same knowledge. For example, a course in Human Resources Administration 

in one institution might not have the same standards as that of another. The HRPAO 

introduced a comprehensive certification examination that was under its control to ensure 



consistency of academic standards for ail who are awarded the HRPAO designation. All 

candidates for the designation must take the comprehensive examination upon completion of 

the required courses. The HRPAO leadership believe the comprehensive examination ensures 

consistency of standards for ail candidates who eam the designation. The questions that the 

researcher asked are: 

What is the basis for the comprehensive examination? and 

a 1s there consistency with the course materials that individuals are asked to study and on 

which they write exarninations? 

The researcher believes there needs to be a clearly defined set of objectives and competencies 

based on a job analysis to ensure ongoing consistency of courses of study and assessrnent 

mechanisms. 

The CCA program gets around the problem of variability in course content by maintaining 
control over the courses and testing mechanisms. However, the same question aises. 1s 
there a consistent basis for development of the courses of study and testing? If  not is the 

outcome of the program, an individual holding a designation, an individual with knowledge 

that a potential employer c m  rely on? 

Cornpetence 

Do volunteer professional associations ensure the competence of the individuals who earn a 

designation from their association? If competence means that an individual is well qualified 

and has demonstrated a set of defined competencies, then in three out of the five associations 

studied the answer is, the researcher is not sure. Only OSTD and St. John have public 

documents that define required competencies. Potential candidates, employers and the public 

have access to the standards of these programs and c m  assure themselves what standards the 

candidate has met. The CCA and the CPA curriculum-based programs do not have standards 

defined in this way. The CCA and CPA curriculum-based programs deal only with the 



required knowledge and not the skills required for the profession. As the President of the 

CCA indicated in her interview, there is concem among some of the CCA executive that 

employen might believe that the individuals who have earned the designation have the skills 

to ûansfer the knowledge learned to the skills required for the job. She stated that individuals 

who had earned the designation illustrated only their ability to learn information and to pass 
tests. This is an important observation to make. Testing of skills to earn a designation is 

rarely done except in areas of technical skills, in part because we do not know how to test 

them. 

The ISCA's criterion-based program awards a designation based on critena such as years of 

experience and eaming a degree. For potential employers of individuals with this designation 

there is no expectation that a clearly detùied body of knowledge has been successfidly 

mastered if they have an understanding of designation requirements. 

According to Jarvis (1993) testing ought to be relevant to professional practice. Of the 

associations studied, oniy St. John's program requires candidates for the Instnictor program 

to illustrate CPR and First Aid skills and demonstrate teaching of the skills pnor to 

certification. They are testing transfer of skills and knowledge to its application on the job. 

There is liability on behalf of a Instnictor of St. John Ambulance to ensure successful 

candidates of the programs can perform CPR and First Aid to thc documented standards. 

Application of CPR or First Aid procedures incorrectly can result in M e r  injury or death of 
a victim. If it can be demonstrated that an individuai was incorrectly taught that the 

individual, the Instructor and St. John Ambulance can be sued. 

OSTD's proposed certification program requires candidates for the designation to illustrate 

certain cornpetencies. The details are unclear at the writing of the thesis. The dificulty in 

developing testing to illustrate performance based is not surpnsing considering how difficult 
it is to test skilIs in areas other ttian technical areas such as CPR. 



Skills testing is avoided by most educational organizations when it cornes to what is often 

referred to as soit skills. These usually include areas such as leadership skills and negotiation 

skills areas. How do you test that an individual has the skills to negotiate? It is much easier 

to measure that a individual has the knowledge about a negotiation process. In most 

education programs, the evaluation process stops at this point. Individuals are tested on their 

ability to apply the skills in an on the job situation where the evaluation includes the success 

or not of the outcome of the situation. The OSTD has developed behavioural objectives for 

its soi? skills and is now detennining how it will test these skills. Observation is a method 

that may be used but who will do it? What tools will be used to assess that the individual has 

mastered the skill? Further research into the testing of skills especially in the areas of the sofi 

skills would be useful for professional associations and their membership if they entent to 

move into this area. 

Obsolescence 

Do volunteer professional associations provide a means by which they ensure that their 

membership who hold designations do not become obsolete? The five professional 

associations studied offer voluntary continuing education programs but generally provide no 

means of evaluation of the learning in these programs. Only St. John Ambulance requires 

recertification every three years by participation in a workshop in which candidates must 

illustrate their skiils and knowledge. The codes of ethics of the associations state that 

individuals who hold designations will maintain their cwency in the profession. Most 
associations have procedures to deal with cornplaints fiom the public if one of their 

profession is seen to be obsolete. However, these procedures are rarely if every ~ s e d ~ ~  and 

no examples were found in the literature of volunteer professional associations. During the 

interview with the Director of Standards and Certification it was noted that in her five years 

with the association she had to remove the certification from one individual only. However, 

Interviews with CCA Managing Director, Director of Standards at St. John Ambulance 

and Manager of Education, CPA. (1 994 & 1995). 
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examples were found in the literanire of profession associations such as the Colleges of 

Nurses of Ontario that license individu al^^^. Once a designation is earned the main 

requirement of the association for continued use of the designation requires ongoing 

membership as a means to control how the designation is used. 

In the curriculum-based programs the candidates for certification are told what to leam. 

They are not taught how to assess their knowledge in an area and how to fil1 in the gap to 

meet required standards. A nurnber of respondents to the surveys expressed concem about 

the need to take courses they had already successfully completed in the past to eam a 
designation or a degree. They indicated that the organizers of the certification programs 

ought to include a methodology in the certification process to allow candidates to assess their 

current knowledge, receive credit for it and take only the training needed to close the 

knowledge gap. Some associations such as the CPA and the CCA have included in their 

program an option of illustrating knowledge by successfùlly completing a challenge 

examination or examinations. Although candidates for certification in the CPA c m  choose 

the option of a challenge exam rather than take the course first, they indicated that taking the 

course is necessary. They were unsure of the requirements, based on the course outline 

provided by the association and were concemed they would not be successful unless they 

participated in the course. 

The proposed program of the OSTD requires candidates to assess their own leaming and 

develop a leaming strategy based on the required competencies in the TCA to close their 

personal competency gap. Candidates cm close the gap in many ways including reading of 

professional materials, going to workshops and attending conferences. When the candidates 

believe the gap is closed they cm apply to write the knowledge examination. Additionally, 

candidates for OSTD certification will be required to successfully complete a skills 

24 McGabe, S. (1 996). Cornmittee Decisions, Summarized Discipline Decisions. Coikgg 

Çnnununia& The College of Nurses of Ontario. Toronto, Ontario: November. 

pp26-  28. 
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examination. The details of this are not available at the time of the writing of this thesis. The 

OSTD process has been designed to help candidates to leam how to leam and plan their own 

learning. However, it is a big step for individuals who have no previous experience in this 

type of leaming. The OSTD program will be difficult for candidates who have aiways been 

told what they require. Many may choose to take courses that cover dl the competency areas 

to ensure they c m  pass the examination. . Perhaps there is an opportunity for the OSTD to 

teach individuals how to develop leaming plans and participate in designîng their own 

leaming . 

ns of the Study 

There was linle or no difficulty in finding associations that were interested in participating in 

the research. The original letter sent at random to a number of associations solicited interest 

from ten associations that expressed interest. When the researcher followed up with the 

leadership of the identified association, issues related to resources, authority, control and 

confidentiality arose. For exarnple, the researcher initially pursued the Marketing 

Association, a recently formed volunteer association, to participate in the study as the contact 

expressed an interest in the research. The association does not have a certification program 

but sponsors a course in continuhg education at the University of Toronto. At the One of 

the study they did not have the resources, financial or human to create a certification 

program. Since the association leadership believes there is a specidized body of knowledge 

associated with the area, the researcher thought it would be interesting to get data from a 

group that did not have a program but whose leadership was interested in creating one. The 

organization was unable to participate in the study due to a lack of resources 

Generally, volunteer associations are run by stafTwho report to a Volunteer Board. Staff 

have limited authority to commit to activities such as research into their programs without 

involving the Volunteer Boani. However, they can act as a b&er to the Board. They 

assume the role of gatekeepers of the information restricting what the i3oard hem and what 

gets distributed to the membership. In the case of the CCA and St. John Ambulance, the staff 



(Managing Director of CCA and Director of Standards and Certification) were very 

supportive of the study, reviewed the proposed survey in detail and requested the addition of 

questions or changes in questions to facilitate obtaining information. Additionally, they 

arranged for key volunteers to be involved in the interview process. The researcher believes 

that there is a significant o p p c t d t y  for further research on the association programs as 

many association staffmembers expressed an interest in h d i n g  out more about the research 

with the hope of being able to use the output to help them develop their prograrns. 

However, there were a number of areas in which the control and confidentiality issues 

prevented certain questions from being asked or certain documents fiom being made 

available. Examples of this included: 

The inability to get copies of reports or documents about the certification program from 

the association staff because such documentation was considered confidentid, 

The request not to use certain documentation as references in the study, 

The refusal to allow the survey to be distributed to the membership if certain questions on 

the study such as ones related to certification standards were asked, 

The inability to survey membership as the association leadership wanted al1 
communication to corne directly fkom it. 

Access to databases of membership or participants in the prograrn to ensure that the 

criteria for selection of individuals to receive the survey were adhered to, 

The lack of accessibility to association documentation on the development and,or 
maintenance of certification prograrns meant that the researcher had to rely on the 

information provided by the staff and or leadership volunteers and, 

Limited access to staff and volunteers to discuss the certification process. 

Overall, the association contacts were very helpful and open to discussion of the topics under 

study. Rarely was the researcher asked not to deal with a topic. The inability to s w e y  the 

OSTD membership and the lack of access to codidential reports were a real loss to the 

outcornes of the research. The reports would have provided an excellent background of 



information to round out the research and the responses fiom professional groups whose 

leadership was developing a new process would have contributed to the understanding of 

where the membership is on the topic and the issues they felt strongly about. The researcher 

believes that control played a significant part in this case and that this control requirement 

was s h e d  by only a few in the association. The inability to ask questions of the ICSA 

membership on standards and certification limited the value of the information gained fiom 

the survey. The data gathered fiom the CPA, CCA and St. John Ambulance participants was 

not limited only by the questions asked. The leadership of St. John Ambulance was pleased 

at the response, as similar efforts by it to gather data resulted in few surveys being retumed. 

In summary, volunteer professional associations studied have developed and manage 
certification prograrns that are seen by the participants in the programs as credentiais required 

in the job market and are perceived to be used by employers to screen potential candidates for 

positions. Thus, the programs do restrict access to the job market and may control labour 

pools, if designations are ultimately seen as credentials for entry to employment in the 

specific professional field. The documentation on the standards and how they are developed 

and rnaintained is usually confidentid to the association and very difficult, if not impossible, 

to obtain. In the opinion of the researcher this is an issue as potential candidates and 

employers of certified individuals have the sarne problem. As a potential candidate for 

certification or a potential employer of an individual, there is no means of clearly knowing 
the cornpetencies that are part of the certification program. Candidates for certification are 

fearful of taking the Challenge Option. Potential employers base their acceptance of the 

designation on previous experience with individuals with the designation or on 

recommendations from others. The testing mechanisms usually consist of written tests of 

knowledge and do not test the individual's ability to transfer the knowledge to the job. The 

exceptions in the study were the programs of St. John Ambulance where the skills are 

docurnented and tested and the proposed OSTD program where the competency document 



includes perfomance criteria that will be the basis for the testing2? As discussed earlier it is 

questionable whether associations should or would know how to test sofi skills. 

Do volunteer professional associations contribute to the life-long leaming of members? The 

researcher believes the answer is "yes". Associations usuaily include in their mission 

statements a mandate to provide continuing education, which usually includes providing 

literature, workshops and conferences on current topics of interest to their memben. If the 

activities do not meet their members' needs the membership will not maintain their 

relationship with the association. It is very rnuch up to individuals to know how to choose 

the direction they believe they need to take to keep theu knowledge and perhaps skills 

current and to participate in the many possible activities offered to meet their needs. For the 

associations studied there were no required continuing education programs except in the case 

of St. John Ambulance, where participation in prograrns to illustrate standards changes were 

mandatory. Most professionais were origindly educated in an environment where the 

learning was defined by the authonty and the ability to pick and choose individual 

requirements for development was not fostered. The opportunity to learn through volunteer 

professional association programrning is available, but individuais must develop the ability to 

assess their needs and to chose activities to close the identified gaps they identifjc Many 

professionals may not have developed this ability. 

In the next decade, the movement of professionais, within the job market will necessitate the 

need for continued leaming and perhaps additional credentialing. An individual who holds a 

designation fiom HRPAO may want to move to the speciality area of compensation or 

training. If that individual has eamed a CHRP fiom the HRPAO, what cornpetencies have 

been achieved? C m  any be credited towards a CCP or CTDP? The researcher believes that a 

certification process, with clearly defined and measurable outcomes, would allow more 

fieedom for potentiai candidates to move fiom one professional area to another without the 

duplication of effort on course work. Some respondents to the surveys were concemed that 

'' Vice President of Standards and Certification, OSTD. (1 994). 
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they could not illustrate prior leaming and were being required to take courses when they 

already had the knowiedge. Even when Challenge Options were available, they were 

unclear of expectations and took the course to hcrease their success on the examination. 

The tesearcher believes that a process that documents requirements in the f o m  of 

competencies would facilitate ongoing learning. Potential designation candidates would be 

aware of or be able to assess the competencies they have achieved and prepare a personal 

plan for development. Potential employers would be able to use the competencies as a 

standardized means to screen candidates for positions to help employees form individual 

development plans that when fulfilled, wil1 ultirnately be of value to both the individual and 

the employer. From the researcher's point of view, there is a significant need to move to a 

competency-based format that clearly defines requirements based on competencies and tests 

to these requirements. Whether skills testing ought to be done on "soft" skills by volunteer 

professional associations is questionable in the researcher's rnind. More Uiformation is 

required on how this might be camed out and what the liabilities to the association would be 

if their designation indicated that the graduate had the skills as well as the knowledge. 

Candidates for certification and employers of certified candidates would have a fuller 

knowledge of what the designation signifies and the ability of the association to discipline 

their members (Bamhart, 1994) would be significantly increased. 

From the researcher's perspective there are a number of avenues open for M e r  research 

including : 

the issues around the gatekeeping aspects of both staff and the volunteer leadership of 

professional associations, - how testing of soft skilis such as negotiation skills is or can be done, 



the question of whether volunteer professional associations ought to be in the business of 

testing skills and their transfer to the workplace, 

the issues around the lack of information on standards that individuals must meet to earn 
a designation, 

other options for the delivery of programs such as distance education, 

how does continuhg education contribute to the professional growth and reduce 

obsolescence and, 

the maintenance of currentcy of certification programs. 

As with most research studies more questions were raised than were answered. However, the 

outcornes of this study have provided some base information that cm be built on. 



APPENDIX A 

InteMew Questions based on Study Questions and Objectives in Chapter One. 

1. What is the process used by your association for certification? Why do you use the 

identified process? 

2. How do rnembers of the association access the training for certification? Are there any 

issues (real or perceived) with respect to accessibility of training? 

3. Who in you organization participates in certification? Why do they participate? 1s there a 

requirement for recertification? Why? 

4. Who sets the standards for certification? How were or are the standards detennined? 

How are the standards for and process of certification maintained current? 

5. What types of continuhg education prognims such as wnferences, workshop do you offer 

as an association? What kind of participation do you get in the programs? Are any of the 

programs rnandatory? 

6. How are the requirements to participate in andlor successfully complete certification in 

your organization communicated? 

7. What are the implications of participation of a member in the certification program? Will 

their be more or better opportunity for emplojment? What are the implications for an 

employer hiring a graduate of the certification program of your association? 



E. Speets, 81 Haaband Dr., Weston, Ontario, MM lJ8 
4 16-506-6228 

Executive Director 
« 1» 
(( 2» 

Dear SirMadam 

1 am a doctoral student at the University of Toronto, embarking on a research project for my 
thesis. The research will focus on a comparative study of the certification process used by 
professional associations. 

The fïrst step, of my research is to gathet information £kom professional associations about 
their certification process. I am writing to ask you to provide me with information on your 
organhtion's certification process, including who the candidates are, what the certification 
program recognizes, what is required of the candidate, what organizitions endorse the 
certification and how certification is maintaineci. M e r  reviewing the information provided, 1 
wiii be selecting four associations for an in-depth study. The in-depth study will involve an 
analysis of the certification process, including how it was developed, themethodology used 
to certiQ the members and the membership's understanding of the process. This will be 
accomplished through surveys and interviews. 

If your association is selected as a potentiai candidate for m e r  shidy, 1 will be in touch 
with you to solicit your support in the process of gathering additional ùiformation. 

1 appreciate your taking the time to read this letter and hope that you can provide me with the 
requested idormation. Please give me a cal1 if you have any questions pnor to releasing the 
information. 

E. Speers 



APPENDIX C 

Canadian Compensation Association 
P.O. Box 294 
Kleinburg, Ont 
LOJ 1CO 

HRPAO 
2 Bloor St. W., Suite 600 
Toronto, Ontario 
M4W 3E2 

Purchasing Management Association of Canada 
2 Carlton St., Suite 1414 
Toronto, Ontario 
MSB 153 

The Institute of Canadian Bankers 
199 Bay St., Suite 3000 
Commerce Court W. 
Toronto MSL 1G2 

Certified General Accountants As,sociation of Ontario 
240 Eglinton Ave. E. 
Toronto, Ontario 
M4P 1K8 

Association of Professional Placement Agencies & Consultants 
National Head office 
114 Richmond St. E., L-109 
Toronto, Ontario 
M5C IP1 



Canadian Direct Marketing Association 
1 Concorde Gate, Suite 607 
Don Mills, Ontario 
M3N 3N6 
Bonnie Wasser - 391-2362 

Canadian Institute of Management 
456 Danforth Ave 
Toronto, Ontario 
M4K IP4 

Insurance Institute of Canada 
18 King St. E., 6* floor 
Toronto, Ontario 
M5C 1C4 

Canadian Securities Institute 
33 Yonge S t  Suite 360 
Toronto, Ontario 
MSE 1G4 

Real Estate Institute of Canada 
2200 Lakeshore BIvd, W. 
Toronto, Ontario 
M8V TA4 

College of Nurses of Ontario 
1 O 1 Davenport Rd. 
Toronto, Ontario 
MSR 2P1 

Association of Professionai Enginee~ ûf Ontario 
1155 Yonge St. 
Toronto, Ontario 
M4T 2Y5 



Institute of Certified Management Consultants 
18 1 Bay St., BCE Place 
Heritage Building 
P.O. Box 835 
Toronto, Ontario 
MS J 2T3 

Canadian Institute of Traffic and Transportation 
145 Berkeley St 
srn Floor 
Toronto, Ontario 
MSA 2x1 

Canadian Institute of Charterd Business Vahators 
277 WeUington St., W. 
5" Floor 
Toronto, Ontario 
M5V 3H2 

Arbitration and Mediation Institute of Ontario 
234 Eghton Ave., E. 
Suite 602 
Toronto, Ontario 
M4P 1K5 

Society of Professional Accountants 
37 Cosentino Dr. 
Scarborough, Ontario 
MlP 3A3 

The Canadian Public Relations Society 
1 Yonge St. Suite 1801 
Toronto, Ontario 
M5E 1 W7 



Canadian Society of Customs Brokers 
1 1 1 York St. 
Ottawa, Ontario 
KIN 5T4 

Association of Administrative Assistants 
Toronto Branch 
P.O. Box 5 107 
Station A, 
Toronto, Ontario 
M5W 1N4 

The Canadian Payroil Association 
1867 Yonge St., Suite 80 1 
Toronto, Ontario 
M4S 1Y5 

Credit Union Institute of Canada 
275 Bank St., Suite 400 
Ottawa, Ontario 
K2P 2L6 

OAMFT Commission 
P.O. Box 50055 
660 Eglinton Ave., E. 
Toronto, Ontario 
M4G 4G1 

The Canadian Dietetic Association 
480 University Ave., Suite 601 
Toronto, Ontario 
M5G IV2 

Ontario Association of Certüied Engineering Technicians and Technologists 
10 Four Seasons Place 
Islington, Ontario 
M9B 6H7 
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Association of Architectural Technologists of Ontario 
150 Consumer's Rd. 
Suite 407 
Wiowdaie, Ontario 
M2J 1P9 

Canadian Institute of Management 
456 Danforth Ave 
Toronto, Ontario 
M4K 1P4 

Canadian Public Personnel Management Association 
Att: J. Fernandes 
Ministry of Culture, Tourism and Recreation 
Human Resources Branch 
77 Bloor St., W 
14" floor 
Toronto, Ontario 
M7A 2R9 

Canadian Society of Association Executives 
40 University Ave 
Suite 1 IO4 
Toronto, ON 
M5J 1T1 

Association for Canadian Registered Safety Professionals 
65 19B Mississauga Rd. 
Mississauga, ON 
LSN 1A6 

CoUege of Physicians & Surgeons of Ontario 
80 College St. 
Toronto, Ontario 
M5G 2E2 



College of Veterinarians of Ontario 
340 Woodawn W. 
Guelph, Ontario 
N1H 2x1 

Association of Registered Interior Designers of Ontario 
168 Bedford 
Toronto, Ontario 
M5R 2K9 

Association of Professional Cornputer Consultants of Canada 
2175 Sheppard Ave., E. 
Toronto, Ontario 
M2J 1W8 

Association of Canadian Pension Management 
1075 Bay St. 
Toronto, Ontario 
M5S 2B1 

Association of Allied Health Professionals of Ontario 
234 Eglinton Ave.,E. 
Toronto, Ontario 
M4P lE5 

Law Society of Upper Canada 
Osgoode Hall 
130 Queen St,  W. 
Toronto, Ontario 
M5H 2N5 

Canadian lnstitute of Professional Business Consultants 
55 BIoor St., W. 
Toronto, Ontario 
M4W 1A5 



Canadian Institute of Travel Counseilor 
3300 Bloor St., W. 
Toronto, Ontario 
M8X 2x2 

Canadian Manufacturers' Association 
1 Yonge St 
Toronto, Ontario 
MSE 1E5 

Canadian Mental Health Association 
970 Lawrence Ave., W. 
Toronto, Ontario 
M6A lB8 

Canadian Nuclear Association 
144 Front St., W. 
Toronto, Ontario 
MSJ 2L7 

Alzhiemers Society of Canada 
1320 Yonge St. 
Toronto, Ontario 
M4T 1x2 

Canadian Council of Professional Certification 
1 Edenmills Dr. 
Toronto, Ontario 
MIE 1V6 

Canadian Franchise Association 
88 University Ave 
Toronto, Ontario 
M5J 1T6 



Canadian Hotel Marketing & Sales Executives 
25 George St. 
Toronto, Ontario 
M5A 4L8 

Canadian Importers Association Inc 
210 Dundas St. W. 
Toronto, Ontario 
MSG 2E8 

Canadian Institute of Radiation Safety 
555 Richmond St., W. 
Toronto, ontho 
MSV 3Bl 

Canadian Institute of CeMied Administrative Managers 
1235 Bay St 
Toronto, Ontario 
MSR 3K4 

Canadian Institute of Credit & Financial Management 
5090 Explorer Dr. 
Mississauga, Ontario 
L4W 4T9 

Canadian Diabetes Association 
78 Bond St. 
Toronto, Ontario 
M5B 1x2 

Ontario Association of Certified Engineering Technicians 
and Technologists 
10 FourSeasons Pl 
Toronto, Ontario 
M9B 



American Society of Quaiity Control 
P.O. Box 340 
Sta A, Scarborough 
Ontario 
MlK 5C1 

Association of Independent Consultants 
2 175 Sheppard Ave., E 
Toronto, Ontario 
M2J 1 W 

Association of Professional Training Organizations 
950 Yonge St. 
Toronto, Ontario 
M4W 254 

Association of Registered Interior Designers 
of Ontario 
71 7 Church St. 
Toronto, Ontario 
M4W 2M5 

Association of the Chemical Profession of Ontario 
789 Don Mills Rd. 
Toronto, Ontario 
M3C 1TS 

Canadian Institute of Marketing 
41 Capital Dr. 
Nepean, Ottawa 
K2G 0E7 

Canadian Insurance Brokers Inc 
1 Eglinton Ave. E. 
Toronto, Ontario 
M4P IAl 



Canadian Association of Women's Executives &Entrepreneurs 
595 Bay St. 
Toronto, Ontario 
MSG 2C3 

Canadian Association of Occupational Therapists 
1 i O Eglinton Ave. W 
Toronto, Ontario 
M4R 2G9 

Canadian Association of Tour Operators 
61 1 Pinegrove 
Oakville, Ontario 
L6K 2C5 

Ontario Association of Dispensing Opticians 
2029 !4 Avenue Rd. 
Toronto, Ontario 
MSM 4A4 

Ontario Association of Medical Radiation Technologists 
233 Colbome St 
Bradford, Ontario 
L3& 2R8 

Ontario Association of Optometrist 
290 Lawrence Ave., W. 
Toronto, Ontario 
MSM 1B3 

Ontario Association of Professional Social Workers 
410 Jarvis St. 
Toronto, Ontario 
M4Y 2G6 



Ontario Association of Radiologists 
86 Bloor Sî., W. 
Toronto, Ontario 
M5S 1MS 

Ontario Society of Chiropodists 
65 19-B Mississauga Rd. 
Streetsvil1e. Ortario 
LIN 1A6 

Ontario Speakers Association 
1 Babington Crt 
Etobicoke, Ontario 
M9A 157 

American Management Association of Canada 
1 O0 University Ave 
Toronto, Ontario 
M5J IV5 

American Marketing Association 
246 Sherbome St 
Toronto, O n h o  
MSA 2s 1 

Institute of Chartered Secretaries & Adminisbtors 
55 St. Clair Ave. W 
Toronto, Ontario 
M4V 2x7 

Institute of Corpontte Directors 
1 O0 University Ave. 
Toronto, Ontario 
M5J 1V5 



Institute of Canadian Advertisers 
30 Soudan Ave 
Toronto, Ontario 
M4S IV6 

Institute of Management Training 
110 Blwr St. W 
Toronto, Ontario 
M5S 2W7 

Institute for Cornputer Studies 
1 55 Gordon Baker 
North York, Ontario 
M2H 3NS 

Institute of Municipal Assessors of Ontario 
109 Railside Rd 
North York, Ontario 
M3A 1B2 

Canadian Association of Human Resource Systems Professionals 
250 Consumers Rd. 
North York, Ontario 
MW 4V6 

Canadian Association of Interns and Residents 
505 University Ave. 
Toronto, Ontario 
M5G 2H.2 



APPENDIX D 
Pro fessional Associations Contac fed 

Note: Highlighted Associations are the ones that participated in the study. 
-- 

Certification 
Program 

- - 

Designation Recertification 
Required 

Exams Membership 
Required 

Work 
Ex parience 
Required 

Age 
Requirement 

Association 

Association of 
Chernical 
Professionals of 
Ontario 

I Ontario Association 
of Optometrists 

- 

St. John Ambulance 
(Instnictor) r Y 

K and S 
Y 

18 years 

Association of 
Canadian Registered 
Safety Professionals 

Y 

Y 

Y 
Ceriifying 

Y 
3 years 

Y 
5 years or 2 
years plus a 
degree 

. - 

CSAE 
Canadian Society of 
Association 
Executives 

Ontario Society for 
Training and 
Development 

Y 
Uoder 

development 
CTP Y Y 

K and S 
Y 

2 years 

Canadian Institute of 
Chartered Business 
Valuators 

CBV Y 
2 years 



Certification 
Program 

Designation Recertification 
Required 

Exams Membership 
Required 

1 Association Age 
Requirement 

Work 
Experience 
Required 

St, John Brigade Y 
K and S 

Y 
16 years 

The Canadian Public 
Relations Society 
Inc. 

APR Y 
5 years 

Certi fied General 
Accoun tants 
Association of 
Ontario 

CGA Y 
2 years 

I Institute of Canadian 
Bankers 

FICB 

Canadian 
Compensation 
Association 

CCP N 
Currency 

Institute of Certified 
Management 
Consultants of 
Ontario 

CMC 

Canadian Nurses 
Association Specialty 

areas eg: 
Critical Care 

Canadian Securi ties 
Institute 



Association Certification 
Program 

Designation 
- 

Reccrtifica t ion 
Required 

Exams Membership 
Required 

Work 
Experience 
Required 

Age 
Requirement 

Canadian Payroll 
Association 

P.A., P.S., 
P.M. 

N 
Companies not 
individuals 
members 

Association of 
Professional 
Placement Agencies 
and Consultants 

CPC Y 
2 years 

Human Resources 
Professional 
Association of 
Ontario 

C.H.R.P. Y 
3 years 

Purchasing 
Management 
Association of 
Canada 

Y 
3 - 6 years 

C.P.P. 

The Credit Union 
Institute of Canada 

FCUIC & 
ACUIC 

Y 
2 years 

The Institute of 
Chartered Secretaries 
and Administrators 
in Canada 

Y 
6 years for 
ACIS 11 O 
years for 

FCIS 

Y 
21 for ACIS/ 
33 for FCIS 

ACIS & 
FCIS 

Canadian Institute of 
Marketing 

MC. Inst. M 
or A.C. 

Y 
3 to 5 years 

Inst. M. 





Association Certification 
Program 

Designation Exams Membership 
Required 

Work 
Experience 
Required 

Age 
Requirernent 

Recertification 
Required 

College of 
Physicians and 
Surgeons of Ontario 

University 
Acciedited 
Program 
(MD) 

Y 
1 year 

College of Nurses of 
Ontario 

Accredited 
Program 
(KN or RPN) 

- 

Y 
1200 hours 

Ontario Association 
for Marriage and 
Family Therapy 

Y 
2 years AAMFT 

Professional 
Engineers of Ontario 

Y 
2 years 

Ontario Association 
of Certified 
Engineering 
Technicians and 
Technologies 

Y 
(being changed) 

Association of 
Professional 
Corn puter 
Consultants 

Canadian 
Association of 
Women Executives 
and Entrepreneurs 



Association 

The Ontario College 
of Certified Social 
Workers 

International 
Foundation of 
Employee Benefit 
Plans 

Institute of 
Municipal Assessors 
of Ontario 

Canadian 
Association of 
Human Resource 
Systerns 
Professionals 

Canadian 
Association of 
Occupational 
Therapists 

Certification Designation 
Progra m 

M.I.M.AI 
A.I.M.A. 

Recertification Exams 
Required 

Y 
Oral and 
Written 

Membership 
Required 

Y 
(M.I.M.A.) 

Work 
Experience 
Required 

Age 
Requiremen t 



APPENDIX E 

Elizabeth Speers 
8 1 Husband Dr., Weston, Ontario, M9L 158 

41 6-491-5050 x 4320 

Date: 
Addressee 

Dear 

Earlier this year, 1 wrote a letter to your organization requesting information on your 
certification program. This information was to provide the groundwork for my doctoral 
thesis at the University of Toronto. You replied to my request by providing me with 
considerable data, and you also expressed an interest in my study. 

M e r  reviewing the initiai information you provided, 1 am now writing you to request that 
your organization participate in my study. I am interested in using your organization in my 
sample for two main reasons. First, it has a certification process that has been in place for 
some tirne, and second, the data that your membership could provide would be very usefd in 
my comparative stud y. 

Your participation would involve the following: 

r interviews of approximately one h o u  with key association leadership who are involved in 
the educational role and 
a survey of membership using a s w e y  produced by the researcher. 

Feedback on the survey fiom the association leadership would be sought pnor to its use with 
the membership. 

Al1 data collected would belong to the researcher, who would destroy it upon completion of 
the study. Further, association leadership would be asked to comment on the analysis of the 
data and their opinions would be included in the sumrnary. 

I will be calling you within the next week to confirm your association's interest in this 
activity . 

E. Speers 



APPENDIX F 

Consent Letter 
Date: 

Add ress: 

Thank you for agreeing to provide me with idormation on the certification process of t 
XXXXXX Association. As a StaWvolunteer member of the association, the information you 
have on the processes and procedures in your professional development programs will be 
very valuable to the outcûme of my thesis. As explained earlier, my thesis is a comparative 
study on the processes professional associations use in the certification of their members. 
The objectives include a cornparison of methods used for certification, a determination of the 
perception of members of the process of certification and a determination of why members 
participate in the certification process. 

The interview will involve up to one h o u  of your time and will be structured around some 
very general questions which 1 will provide. If you have any questions or concems, 1 would 
be pleased to address them prior to or during the interview, uihich wili be taped. The taped 
data, which belongs to the researcher, will be stored in a locked cabinet It will only be 
revielued by my thesis supeMsor and myself and will be destroyed at the end of the study. 
Once the analysis has been completed, 1 would be pleased to share it with you and to seek 
your feedback. 

At any time, you can withdraw fiom participation in the interview by letting me know. 

E. Speers 

1 agree to participate in the interview as described above and understand that 1 c m  withdraw 
fiom the process at any time. 



Thank you for your inquiry regarding lnstruaor coufses. 

PREREQUlSiTES: 

1. Ml be 18 yean of age or older. 

2. Will have the a b r i  to teach both theory and skflk. 

. Must bo in possession of a valid St. John Ambulance Standard or Advanced R r a  Aid 
certificate issued withh one year of the coune ammencement (for NKDP Phase 1 
and First ;9id I n s t ~ ~ c t o r  courses). 

._ - 

4. Must be in possession of a vôlid Level C (5asic Rescuer) CPR certificate issued within 
one year of the course commencement (for NRDP Phase 1 and CPR Insmictor 
courses). 

5. Musr ourline qualifications to teach Le.: nuning, teaching or health care background 
(for Heôlth Promotion lnstructor coursesL 

* 

6. Must be recoinrnended by a Çt. John Ambulance opresentative szating that the 
individual is capable of meeting the course objectives and fuffiiling the responsibiiinies 
in the position description. 

Sr. John Ambulance is cornmirted to training highly motivated, sklled insrnictors w*th the 
qualities necessary for delivering a qualin/ product. for th& reason, an Instruoor Position 
Oescripdon is enclosed for your serious consideration. 

Please review. cornplete and return thkentire document to Ontario Council or the Branch 
conducting the course, as appliceble, at least 8 weeks before your prefened course date. 

Precourse study is essential. It is Our assumption that you wïit snidy the precourse 
material and arrive at the course with basic skills in hand. Funher. you will be expected 
to be farniliar with all the theory of  provider courses. lnciuded should be  a working 
knowledge of appropriate lnstructor Manuals. 

If you have any questions, please contact your Regional Represenrative, Branch or 
O mario Co uncil. - 



1 . 

ST. JOHN AMBULANCE - ONTARIO COUNClC. 

fNSTRUCTOR RECOMMENDATION 

Please have the St. John AmbulancelCornpany representative cornpiete these sections 
of the application. 

t. John Arnbulanc~Carnoany Reoresentstive; 

As the St. John AmbuIance/Cornpany representative you are responsible to evaluate the 
candidate's suitability to become an Insuuctor, t0 review the requimmnts, and 
confimi candidate eligibility. You will be held responsible for candidates you recornmend 
for Insttuctor qualification. 

I T o  successfully complete the course, the candidate Mi: 
- 

1. perfotm the skills to the standards of St. John Ambulance, demonstrating the 
instructor's funaion as a role modei; 

2. evaluate the performance of the skills of another course panicipant, identify strengths 
and weaknesses, an3 facilitate correction; 

I 3. oemonstrate cornpetence in the presentation of selected topics; 

I 4. identify strengths and weaknesses of both content and overall presentation of another 
course participant's presentation and rnake appropriate recommendations for change: 

5. demonstrate the use of principles of adulr education throughout the course; 

I 6. demonsrrate the characterisrics of an lnstructor role rnodel throughour the course; 



APPENDIX H 

Pilot Survey of St John Ambulance Instmcton and Instructor Trainers 

Same as Appendix 1 except questions 14a and 15 were not included o n  the pilot survey. 



APPENDIX 1 

Instructor/Instructor-Trainer Survey by Elizabeth Speers 

1 am a doctoral student in Education at the University of Toronto. 1 am working on a 
thesis that involves a study of certification processes of vanous professional organizations. 
St. John Ambulance has agreed to participate. The attached survey has been designed to 
gather information about the Instructor/Instructor-Trainer certüication process that you 
participated in to become an Instructor/Instructor-Tniiner. AU surveys are coded to 
maintain confidentiality and the information gathered wili be reviewed only by the 
researcher and her thesis supervisor. At the end of the study a11 data will be destroyed. 
Only a summary of the information will be provided to St. John Ambulance 
administration. 

1 .  What is your current status with St. John? 

NITDP Instmctor-Trainer - CPR Instmctor only - 
NITDP Instmctor (First Aid & CPR) - Hedth Care Instnictor-Trainer 
Fkst Aid Instnictor only - Health Care Instructor - 
Other (please specify) 

2a. How long have you been an Instmctor? Instructor-Trainer? 

Less than a year 
2-3 years 
4-6 years 
7-9 years 
More than 9 years 

2b. IdentiQ your age range. 

18 - 29 -- 50 - 59 - 
30 - 39- 60 plus 
40 - 49- 

3. How many courses do you teach per year? 



4. 1 am an Instmctor/Instmctor-Trainer because (identiQ al1 items that apply): 

a. I require the certification for employment. 
b. 1 want to develop additionai skills for future employment. 
c. 1 can earn extra money fiom teaching. - 
d. 1 want to rnake a volunteer contribution to my cornmunity. - 
e. I am a member of the Brigade and want to instnict Brigade members. - 
f. other (please specify) 

5. To participate in the St. John Instnictor/lnstnictor-Trainer course 1 
required (indicate all items that apply): 

Instructor Instnictor- 
Trainer 

a. a recommendation from a St. John representative - - 
b. previous teaching experience - - 
c. a valid First Aid certificate - - 
d. a current CPR certifi cate - - 
e. a valid Instmctor certificate - - 
f. a valid Health Care certificate - - 
g. other (please specify) 

6. To successfully complete Instnictorfinstnictor-Trainer certification, 1 was required to 
(indicate al1 items that apply): 

Instmctor Instructor- 
Trainer 

a. demonstrate al1 the skills of First Aid and CPR. - - 
b. prepare and deliver a presentation on a relevant 

topic to the satisfaction of the instructor. - - 
c. be monitored by an Instructor-Trainer. - - 
d. demonstrate dl the skills of Health Care program - - 
e. other (please specify) 

7. After the instmctor training, I was confident and prepared to train others? 

Y es No - 

8. If the answer to question 7 is "YES", state why. 



9. If the answer to question 7 is "NO", state why. 

10. What was the cost to certim as an Instnictor/Instnictor-Trainer? 

Instructor Instmctor-Trainer 
a. Fee for course 
b. Length of Course 
c. Required preparation tirne 
d. Other (please specifi) 

1 1. a. How fiequently must you recertify? 

b. How often do you feel you should certify as an Instnictor/lnstnictor- 
Trainer? 

c .  Why? 

12. What is the cost to recertiQ? 

b. Length of coune a. Fee for course 
c. Required preparation t h e  
d. Other (please specify) 

13. Recertification for an Instructor/Instructor-Trainer (indicate al1 items that apply): 

a. ensures that they are teaching curent skills and knowledge. - 
b. creates an opportunity for individuals to learn and share ideas 

with each other. - 
c. ensures that certain standards of practice are maintained. - 
d. does not create an opportunity for individuals. 

to learn and share ideas with each other. - 
e. does not ensure that certain standards of practice are maintained. - 
f. other (please specify) 

14. a, Recertification as an Instructor/Instructor-Trainer 
needs to continue to be mandatory. Yes - No 

14a. Are the Instructor/Instructor-Trainer courses (initial and recertification) accessible to you 
when required? 

Yes No- 



16. Who is involved in setting the standards for Instnictor/Instructor-Trainer certification? 
(indicate al1 items that apply): 

a. national volunteers of St. John - 
b. national staff of St. John - 
c. provincial volunteers of St. John - 
d. provincial staff of St. John - 
e. individual Instmctors/Instnictor-Trainers - 
f. other (please 

speciS.) 

17. Who should be involved in setting the standards for Instructor/Instructor-Trainer 
certification? (indicate al1 items that apply): 

a. national volunteers of St. John - 
b. national staff of St. John - 
c. provincial volunteers of St. John - 
d. provincial staff of St. John - 
e. individual Instmctors/Instnictor-Trainen - 
f, other (please 

specify) 

18. Do you have certification as an InstmctorAnstnictor-Trainer kom: 

a. the Heart and Stoke Foundatim of Ontario - 
b. the Canadian Red Cross Society - 
c. other (plense specify) 

19. a. If you have certification as an Insrnictor/'nstnictor-Trainer with another 
organization do they have different standards for certification? 

Yes No 

b. If the answer to a. is "YES", what are the differences? 



20. a. How would you suggest that the certification prograrn for InsuuctorsAnstmctor- 
Trainers be improved? 

b. How wodd you suggest that the recertification program for InstnictorsAnstnictor- 
Trainers be improved? 

21. What professional development activities does St. John offer you? (indicate al1 items 
that applyl 

a, Annuai conference - 
b. Workshops on topics related to teaching - 
c. Workshops on topics related to skill development - 
d. Other (please spece )  

22. Do you participate in the professional development activities that you identified in 
question 2 1 ? 

23. Are any of the professional development activities mandatory? 

24. If your answer to question 23 is "YES", icienti& the activities. 

25. If your answer to question 23 is "NO", are there any professional development activities 
that should be mandatory? 

26. If your answer to question 25 is "YES", identify the activities that should be manadatory 
and why. 



If your answer to question 25 is "NOt', state why. 

Do you participate in professionai development activities oEerred by: 

Heart and Stroke Foundation of Ontario? 
Canadian Red Cross Society? 
Other (please specify) 

What are the professional development activities noted in question 28? 

a. Annuai conference - 
b. Workshops on topics related to teaching - 
c. Workshops on topics related to ski11 development - 
d. Other (please specify) - 

My overall satisfaction with S t  John Instructorhstructor-Trainer certification program 
is: 

dissatisfied 

Comments 

satisfied 

Thank you for your help. Your valuable input will ensure that my thesis is completed 
successfully. Please return in the enclosed self-addressed stamped envelope. 



APPENDIX J 

Pilot survey of the Canadian Compensation Association Members and Participants 

Same as appendix K, except questions 12 to 18 required a yesho answer and did not have a scale. 



APPENDIX K 

Survey of Canadian Compensation Association Members and Participants in the CCP Designation 
Program by Elizabeth Speers 

1 am a doctoral student in Education a t  the University of Toronto. 1 am working on a thesis that 
involves a study of certification processes of various professional organizations. The Canadian 
Compensation Association is fuliy co-operating in this activity. The attached survey has been 
designed to gather information about the professional certification process of the Canadian 
Compensation Association. Al1 surveys are coded to maintain confidentiaüty and the information 
gathered wü1 be reviewed only by the researcher and her thesis supervisor. All data wW be destmyed 
at  the end of the study. Only a summary of the information will be provided to the Canadian 
Compensation Association (CCA) administration. 

1. Are you a member of the Canadian Compensation Association? Yes N o  - 

2. If the answer to question 1 is "Yes", how long have you been 
a member? 

3. If the answer to question 1 is "No", is there a reason why you are not a member of the CCA. 

If you hold a Certified Compensation Professional Designation (CCP), proceed to question 4. 

If you are in the process of working on a Certified Compensation Professional Designation (CCP), 
proceed to question 9. 

If you do not hold CCP and are not in the process ofworking on a CPP proceed to question 20. 

4. How long have you held the CCP designation? 

5. How long did it take to complete the certification program? 

6. ! participated in the CCA certification program to: @kase identify al1 items that apply): 

a. validate my knowledge of compensation and benefits practices. - 
b. strengthen my position in my job a t  the time. - 
c. strengthen my position in the job market. - 
d. gain respect among my colleagues and professional associates. - 
e. expand my career options. - 
f. become a part of a iietwork of compensation and benefits 

practitioners. - 
g. obtain the designation which was a requirement for my job. - 
h. other (please specify) 



7. To participate in the Certified Compensation Professional program 1 felt that 1 needed 
(please identitj. al1 the items that apply): 

a. a recommendation from my employer. - 
b. work experience in the field of compensation. - 
c. a university degdcol lege  diplorna in an appropnate field - 
d. permission from my employer to have time from my job to 

participate in the courses. - 
e. prior training in the area of compensation and benefits. - 
f. my employer's support by paying my course fees. - 
g. other (please specify) 

8. Have you maintained your certification currency? Y- No- 

Proceed to question 12 

9. a. As a participant in the CCP designation program, how many courses 
have you successfully completed. - courses 

b. As a participant in the CCP designation program, how many 
examinations have you successfully completed. examinations 

10. 1 am participating in the CCA designation progmm to (please identify a11 items that apply): 

a. validate my knowledge of compensation and benefits practices. - 
b. strengthen my position in my job. - 
c. strengthen my position in the job market. - 
d. gain respect among my coIleagues and professional associates - 
e. expand my career options. - 
f. become part of a network of compensation and benefits 

practitioners. - 
g. meet the requirements for my current job. - 
h. other (please specify) 

I l .  To participate in the Certified Compensation Professional program I feIt that 
1 needed (please identify al1 the items that appiy): 

a. a recommendation from my employer. - 
b. work esperience in the field of compensation. - 
c, a university degree/coilege diploma in an appropriate field.- 
d. permission from my employer to have time from my job to 

participate in the courses. - 
e. prior training in the area of compensation and benefits. - 
f. my employer's support by paying my course fees. - 
g. other (please specify) 



The courses onered by the Canadian Compensation Association as 
part of the CCP designation program have clearly defined objectives aiways never 

that identify the requirements of the courses. 1 2 3 4  

When I participated in the Canadian Compensation Association (CCA) 
courses I received al1 the required pre-course information in time 
time to prepare for the training sessions. 1 2 3 4  

The iristructors on the CCA courses were prepared to deliver the courses. 1 2 3  4  

The schedule and locations of the CCA courses dowed  me to fit my need 
for the courses with my personal schedule. 1 2 3 4  

The tests used to assess my knowledge of the course material reilected 
the content of the course* 1 2 3 4  

The instructors of the CCA courses were abie to adapt to the needs of 
the participants during the course with respect to content. 1 2 3 4  

The facilities ased for training were appropriate. 1 2 3 4  

If any of your answers to questions 12 to 18 were "3 or  4", p h s e  state why. 

Proceed to question 21. 

20. What is the reason that you are not pursing a CCP designation? 



The rest of the questions a re  to be completed by al1 participants. 

21. What activities do you participate in to keep your knowledge of the compensation field 
current? (please identifY al1 items that apply) 

a. CCA annual conference - 
b. local workshops/seminars - 
c. teach or direct workshops - 
d. write and pubiish articles in the field - 
e. CCA focus groups - 
f. other (please specify) 

22. Who do you think is involved in setting the standards for the courses and examinations in the 
certification process? (please identify al1 that apply) 

a. volunteer members of the CCA - 
b. universitykollege experts in the fieid - 
c. CCA staff - 
d. employers of graduates of the program - 
e. others (please specifl) 

23. Who do you think should be involved in setting the standards for the courses and 
examinations in the CCP certification pmcess? (please identify al1 that apply) 

a. volunteer members of the CCA. - 
b. university/college experts in the field. - 
c. CCA staff. - 
d. employers of graduates of the program. - 
e. others (please specify) 

24. Should there be a mandatory recertification process for individuab who 
eam a CCP designation? Yes - No - 

25. If your response to question 24 is "Yes", please identiq what should be included in the 
process. 

26. If your response to question 24 is "No", please state why. 



To earn the CCP designation it should be mandatory to: 

a. participate in CCA run courses. - 
b. successfully complete exams in al1 identifiai courses. - 
c. successfully complete a comprehensive CCA examination. - 
d. have a current membership in CCA. - 
c other (please specify) 

Courses required for CCP designation are readily available to me. Y e s N o -  

If your answer to question 28 is "Yed', please state wby. 

If your answer to question 28 is "No", please state why. 

Wbat is the cost to participate in the certification process per course? 

a Fee per course b. Length of course 
b. Required preparatioa time d. Accommodation 
e. Travel 
f. Other (please specify) 

The cost of the courses for certification should be the responsibility of: 

a. the participant - 
b. the employer of the participant. - 
c both the participant and their employer. - 
d. Other (please specify) 

Do you think a current membership in CCA should be required 
to use the CCP designation? 

My work experience includes: 

a. Training and Developrnent - b. Marketing - 
c Finance - d. Planning - 
e. Sales - f. General Human Resources - 

g. Other (please specify) 



35. ïdentify your age range. 

a.20-29- b.30 -39- c.40-49- d.50-59- e. 60 plus - 

36. Identiv the number of years of work experience you have in the area of 
compensatiodbenefits: 

a. 4 year b. 1 - 5 years - c. 6 - 10 years d. > 10 years - 

Comments: 

Thank you for your help. Your valuable input will ensure that my thesis is completed successfuIly. 
Please return in the enclosed self-addresseci stamped envelope, 



Survey of The Institute of Chartered Secretaries and Administrators in Canada Membership and/or 
Participants in the ICSA Professional Program by Elizabeth Speers 

1 am a doctoral student in Education at the University of Torûnto. I am working on a thesis that 
involves a study of certification processes of various professional organizations. The hstitute of 
Chartered Secretaries and Administrators in Canada has agreed to participate. The attached survey 
has been has been designed to gather information about the professional program of the Institute of 
Chartered Secretaries and Administrators in Canada. Al1 surveys are coded to rnaintain 
confidentiality and the information gathered will be reviewed only by the researcher and her thesis 
supervisor. Al1 data wiil be destroyed at the end of the study. Only a summary of the information 
will be provided to The Institute of Chartered Secretaries and Administrators in Canada, 

1. How long have you been a member of The Institute of Chartered 
Secretaries and Administrators in Canada? years 

If you hold the profaional  designation "Associate" (ACIS) or  "Fellow" (FCIS), proceed to question 
2. 

If you are in the process of working on your professional designation "Associate" (ACIS), proceed to 
question 5. 

1 hold the following designation ACIS - FCIS - 

a. How long have you held the ACIS? 
b. If you hoId a FCIS, how long did you hold an ACIS before 

being granted the FCXS? 

- years 

- Y== 

How long did it take to complete the ACIS/FCKS designation program? 
- years 

Which ICSA program were you (or are you) a participant in? 

Program 2000 
Previous Program 

a. As a participant in the ICSA designation program, were you 
granted any course exemptions? Y e s  No- 

b. If "Yesl', how many course exemptions were you have you been granted? coursa 

c. How many courscs have you successfully completed? courscs 



7. 1 participated or am participating in the ICSA designation program to: (identify 311 items that 
apply): 

a. gain knowledge in the field. - 
b. strengthen rny position in my job. - 
c, strengthen my position in the job market - 
d. gain respect among my colieagues and professional 

associa tes. - 
e. expand my career options. - 
f. become a part of a network of corporate secretary and/or 

administrator practitioners. - 
g. obtain the designation which w d i  a requirement for my job. - 
h. other (please speci@) 

8. To participate in the ICSA Professional program, 1 felt 1 needed (identify al1 the items that 
~ P F ~ Y )  : 

a. a recomrnendation from rny employer. - 
b. work experience in the corporate secretary o r  executive 

administration field. - 
c permission of my employer to have time from my job to 

participate in the required courses. - 
d. prier training as a corporate secratary or  executive 

administrator. - 
e. my employer's support by paying my course fees. - 
f. bold a relevant position in the field at  the time 

of application to the program. - 
g. other (please speciQ) 

9. On application to the ICSA program, what educational degree 
did you hold? 

10. What activities do you participate in to keep your knowledge of the field eurrent (idenfi@ al1 
items that apply)? 

a. ICSA CO-sponsored conferences. 

- 
b. local workshops/seminars - 
c. teach or direct workshops - 
d. write and publish articles in the field - 
e. other (please speciw) 

204 



I l .  

Courses offered by the ICSA as part of the designation 
program have cleariy defined objectives that identify the 
requirements of the courses. 

The schedule and location of ICSA courses and exams 
atlowed me to fit my need for the courses with my persona1 
SC hedule. 

The tests used to assess my knowledge of the course 
material on the ICSA courses reflected the content of the course. 

If any of your answen to question 10 to 12 were "3 or 4", please 
state w hy. 

always never 
1 2 3 4  

always never 
1 2 3 4  

always never 
1 2 3  4 

To the best of your knowledge to earn the ICSA designation (ACIS) it is mandatory to: 

a. participate in ICSA run courses. - 
b. successfully complete exams in aIi identifiai ICSA courses. - 
c. successfully complete a comprehensive ICSA examination. - 
d. have a current membership in ICSA. - 
e. have current employment in an appropriate field - 
f. other (please speciQ) 

Courses required for ICSA designation are readily available to me. Yes N o  - 

If your answer to question 15 is "Yes", state why. 

If your answer to question 15 is "No", state why. 



What is the cost to participate in the certification process per coune? 

a. Fee per course(%) b. Length of course (days) 
b. Required preparation time (days) d. Accommodation (S) 
e. Travel (S) 
f. Other (Please specify) 
The cost of the courses for the designrition through ISCA should be 
the responsibility of: 

a. the participant. - 
b. the employer of the participant. - 
c. both the participant and their employer. - 
d. Other (please specify) 

My work experience includes positions as: 

a. Corporate Secretary - b.AssistantCorporateSecretary - 
c. Deputy Corporate Secretary - d. Executive Administrative Position - 
e. Other (please speciw) 

IdentiQ your age range. 

a.20-29- b.30-39- c.40-49- d. 50 - 59- e. 60 plus - 

Identify the number of years of work expenence you have in the area of administration: 

a. <1 year - b. 1 - 5 years - c. 6 - 10 years d. > 10 years - 

Comments: 

Thank you for your help. Your valuable input will ensure that my thesis is completed successfully. 
Please return in the enclosed seli-addressed stamped envelope. 



Yom auiy, 

1867 Yonge S~rcrt ,  Si& BO& Tonrnro, 0- M4S LYS Tek WZ6) m-3380 W6) 487-3384 
N F 0  U N E :  IiPûû-3874693 OF (416) 487-3380 



Pilot Survey of participants in the Canadian Payroii Association CertXcate Program 

Same as Appendix O, except question 7 did not ask for the number of courses completed at 
coiiege/university. 



APPENDIX O 

Survey of Participants in The Canadian Payroll Association Certificate Program by Elizabeth Speers 

1 am a doctoral student in Education at the University of Toronto. 1 am working on a thesis that 
invoIves a stud y of certification processes of various professional O rganizations. The Canadian 
Payroll Association is cwperat ing in this actMty. The attached survey has been designed to gather 
information about the professional certification process of the Canadian Payroll Association. Al1 
surveys are coded to maintain confidentirility and the information gathered will be revîewed oniy by 
the researcher and her thesis supervisor. Al1 data wiU be destroyed at the end of the study. Only a 
summary of the information wilt be provided to The Canadian Payroll Association (CPA). 

1. Is the cornpany you work for a member of the Canadian Payroll Association? 
Y e s N o -  

2. If the answer to question 1 is "Yes" how long have they been 
a member? years 

If you have completed the Payroll Management Certificate Program (PMCP), proceed to question 3. 

If you are in the process of takiog courses in the Payroll Managment Certificate Prograrn (PMCP) 
proceed to question 5. 

3. How long have you held the CPA designation? P . A .  P . S . p . M a -  

4. How long did it take to complete the certificate 
program (years)? P.A. P . S .  - P.M. - 

5. 1 participated or am participating in the CPA certifiate program to: (please identify all items 
that apply): 

a. gain knowledge of payroll practices. - - 
b. strengthen my position in my job. - - 
c. strengthen my position in the job market. - - -  

ci. gain respect among my colleagues and professional associates. - 
e. expaod my career options. - 
f. become a pari of a network of payroll practitioners. - 
g. obtain the designation which was or  is a requirement for my job. - 
h. other (please speciQ) 



6. To participate in the program 1 fett that 1 needed (please identify al1 the items that apply): 

a. a recommendation from my employer. - 
b. work expenence in the field of payroll. - 
c. a university degree/college diploma in an appropriate field - 
d. permission from my employer to bave time from my job to 

participate in the courses. - 
e. pnor training in the area of payroll. - 
f. my employer's support by paying my course fw. - 
g. other (please specify) 

7. As a participant in the CPA designation program how many courses 
have you successfully completed towards: 

CPA ColkgefUniversity 

P.A. - - coulses 
P.S. - courses 
P.M. - courses 

8. Are you aware that some of the CPA courses are available through 

a. correspondence? 
b. corn puter-based delivery? 

9. If your response to question 8 is "Yes", have you taken CPA courses through 

a. correspondence? 
b. computer-based delivery? 

10. If your response to question 9 was "Yes", pleasc state why you selected the option. 

11. Are you aware of the Challenge Option? Yes - No - 
12. If your response to question 11 was "Yes", please state what is involved in this option. 



13. The courses offered by the Canadian Payroll Association as 
part of the CPA designation program have clearly defined objectives aiways never 

that identify the requirements of the courses. 1 2 3 4  

14. When 1 participated in the Canadian Payroll Association (CPA) 
courses 1 received al1 the required pre-course information in time 
to prepare for the training sessions. 

15. The CPA tese used to assess my knowledge of the CPA course 
material reff ected the content of the course 

16. If any of your answers to questions 13 or 15 were "3 o r  4", please state why. 

17. What activities do you participate in to keep your knowledge of the payroll field current? 
(please identify al1 items that apply) 

a. CPA annual conference - 
b. local workshops/seminars - 
c teach or direct workshops - 
d. write and publish articles in the field - 
e. other (please specifu) 

18. Who do you think is involved in setting the standards for the courses and examinations in the 
certification process? (please identify dl that apply) 

a. volunteer inembers of the CPA - 
b. university/college experts in the field - 
c. CPA staff - 
d. employers of graduates of the program - 
e. others (please speciv) 



19. Who do you think should be involved in setting the standards for the courses and 
examinations in the CCP certification process? (please identify al1 that apply) 

a. volunteer rnembers of the CPA - 
b. university/college experts in the field - 
c. CPA staff - 
d. employers of graduates of the program - 
e. others (please specify) 

20. Should there be a mandatory recertification process for individuals who 
eam a CPA designation? Yes N o  - 

21. If your response to question 20 is "Yes", please identify what should be included in the 
process. 

23. To earn the CPA designation, it should be mandatory to: 

a. pzrticipate in CPA run courses. - 
b. successfully complete exams in al1 identilied courses. - 
c. successfully complete a comprehensive CPA examination. - 
d. have a current membership in CPA. - 
e. other (ptease specify) 

25. If your answer to question 24 is "Yes", please state why. 

26. If your answer to question 24 is "No", please state why. 



What is the cost to participate in the certification process per course? 

a. Fee per course(%) b. Length of course (days) 
c. Required preparation time (days) d. Accommodation (Si) 
e. Travei (S) 
f. Other (please speciQ) 

The cost of the courses for certification should be the responsibility of: 

a. the participant. - 
b. the employer of the participant - 
c. both the participant and their employer. - 
d. Other (please specify) 

Do you think a current membership in CPA should be required to use the 
CPA designation? Yes - No - 

My work expenence includes: 

a. Payroll - b. Accounting - 
c. Information systems - d. General Human Resources - 
e. Other (please speciQ) 

Identify highest level of education attained. 

a. High School Diploma - b.CollegeDipIoma - 
c. Bachelor's Degree - d. Master's Degree - 
e. Ph.D. - f. Other 

IdentiFy your age range. 

a20-29- b.30-39- c.40-49- d.50-59- e. 60 plus - 

Identify the number of years of work experience you have in the area of 
compensatiodbenefits: 

a. el year - b. 1 - 5 years - c. 6 - 10 years d. > 10 years - 

Comments: 

Thank you for your help. Your valuable input will ensure that my thesis is completed successfully. 
Please return in the encloseci self-addressed stamped eavelope. 
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