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ABSTRACT 

This study was undertaken to provide English as a Foreign 

Language program administrators with an efficient, effective, system 

atic, and comprehensive guide to curriculum evaluation. The study 

applies the curriculum evaluation framework developed by Dr. Jerry 

Bellon and Dr. Janet Handler of The University of Tennessee, Knox-

ville, to an overseas English language teaching program and analyzes 

the impact of the framework. 

The study was divided into two phases. In Phase 1, the Beiion 

and Handler curriculum evaluation framework was applied to the 

English as a Foreign Language program at the Huffco Indonesia inten 

sive English Language program in Balikpapan, Indonesia, by the 

researcher, who was employed at the site. In Phase 2 of the study, 

the impact of the evaluation framework was analyzed. 

Following the organization of the Beiion and Handler evaluation 

framework, questions were designed by the researcher and his disser 

tation committee for phase 1 of the study. One set of questions 

formed a status description. Another set of questions collected Infor 

mation about the program's goals, organization, operations (curriculum 

and instruction), and outcomes. A third set of questions addressed 

recommendations to improve the program under study. 

The researcher attempted to answer the questions for the first 

phase through interviews with teachers and the administrative staff 
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and review of written documents of the Manpower Training and Devel 

opment Department of Huffco, Indonesia, the department in charge of 

the intensive English program. 

In a separate notebook, the researcher recorded the comments 

and actions of all respondents outside of the interview setting during 

the second phase of the study. Only the comments made directly to 

the reseacher were recorded. Second-hand comments were not includ 

ed. The reactions of respondents during the interviews were also 

recorded. Data were recorded under the name of the respondent. 

This information was used to answer the questions concerning problems 

that emerged during the evaluation and ways to avoid and/or solve 

these problems, positive results of the evaluation process, and unex 

pected outcomes. Suggestions were made to improve the framework. 
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CHAPTER 1 

AN APPLICATION AND AN ANALYSIS OF THE IMPACT OF THE BELLON 

AND HANDLER CURRICULUM EVALUATION FRAMEWORK TO THE 

ENGLISH AS A FOREIGN LANGUAGE PROGRAM AT THE HUFFCO 

INDONESIA INTENSIVE ENGLISH LANGUAGE PROGRAM 

IN BALIKPAPAN, INDONESIA 

Introduction 

Cooper (1978) noted that one out of four graduates with a Mas 

ter's degree in the field of Teaching English to speakers of other lan 

guages will become a program administrator within four years of grad 

uation. Vet The Directory of Professional Preparation Programs in 

TESOL in the United States 1986-1988 (1986) named only one university 

program out of the 133 listed as offering coursework in curriculum 

evaluation for English as a Foreign Language programs. Thus, this 

study was undertaken to begin to fill this critical void within a rela 

tively new profession. It is intended to provide English as a Foreign 

Language program administrators and those generally charged with 

curricular development with a comprehensive and systematic approach 

to curriculum evaluation which could lead to curricular improvement. 

Statement of the Problem and Need for the Study 

At the time of this research, a review of the literature concern 

ing Teaching English as a Second or Foreign Language revealed very 

little research in the area of curriculum evaluation in general and no 



research in the specific area under study—frameworks for curriculum 

evaluation for English as a Foreign Language programs and the impact 

of those frameworks on a program. The few studies that existed and 

which are reviewed in Chapter 2 were all inadequate because either 

they limited evaluation to testing or because they excluded important 

components of an evaluation process such as evaluation of goals or 

unintended outcomes. The review of literature included Dissertation 

Abstracts, the Educational Resources Information Center (ERIC), and 

the following foreign language education journals; Foreign Language 

Annals (1967-1986), Modern Language Journal (1916-1986), Language 

Learning (1948-1986), The TESOL Quarterly (1976-1986), and The En 

glish Language Teaching Journal (1946-1986). Moreover, the following 

journals dealing with the area of curriculum failed to reveal any 

application of a curriculum evaluation framework for English as a 

Foreign Language programs: Theory into Practice (1962-1986), The 

Review of Educational Research (1931-1986), Studies in Educational 

Evaluation (1975-1986), Educational Technology (1961-1986), and the 

CEDAR Quarterly (1974-1986). Furthermore, the review of the 

literature did not yield any discussion of the impact of the 

implementation of any framework inciuding the specific framework 

utilized in this study (the Bellon and Handler framework) on an 

English as a Foreign Language program. 

Evaluation is a process which allows decision makers to plan, 

organize, develop, implement, and change curricula. Without a 

comprehensive evaluation framework to serve as a systematic guide to 



improve the curriculum of English as a Foreign Language programs, 

problems such as the following may arise: 

1. Students' educational needs may not be met. 

2. The professional needs of the program's staff may not be met. 

3. Curriculum goals may not be understood or appropriate. 

4. Curriculum goals may be improperly sequenced. 

5. Instructional materials and/or activities may not be appropri 

ate. 

6. Procedures to assess student performance may not be efficient 

and/or effective. 

7. The communication and decision-making processes may be in 

efficient and/or ineffective. 

8. Conflict may develop within the organization. 

9. Financial and physical resources may not be efficiently and/or 

effectively utilized. 

Because at the time of this study very little research had been 

conducted in the area of evaluation of English as a Foreign Language 

programs and because lack of an evaluation framework could lead to 

serious problems, a need existed to present a comprehensive and sys 

tematic approach to evaluating an English as a Foreign Language pro 

gram. 

The purpose of this study was to apply such an approach—the 

Bellon and Handler curriculum evaluation framework—to an English as 

a Foreign Language program and to analyze the impact of the frame 

work on that program. The Bellon and Handler framework was 



selected by the researcher because It systematically collected and 

evaluated information more comprehensively, efficiently and effectively 

than other frameworks. (This is discussed in Chapter 2.) 

Assumptions of the Study 

The following assumptions were made for this study: 

1. Curriculum evaluation plays an important role in 

administration of English as a Foreign Language programs. 

2. There is a general lack of information within the Teaching 

English to Speakers of Other Languages profession regarding 

frameworks for curricular evaluation. 

3. The major purpose of curriculum evaluation is to strengthen 

educational programs in order to improve student learning 

opportunities. 

4. Those persons interviewed during this study provided valid 

and reliable data. 

5. In evaluating curriculum, information concerning goals, orga 

nization, operations, and outcomes is required and must be 

collected in a systematic fashion. 

Design, Questions, Procedures, and Analysis 

The study was divided into two phases. In phase 1, the Bellon 

and Handler curriculum evaluation framework was applied to the 

English as a Foreign Language program at the Huffco Indonesia inten 

sive English Language program in Balikpapan, Indonesia, by the 



researcher, who was employed at the site, in phase 2 of the study, 

the impact of the evaluation framework was analyzed. The design, 

questions to be answered, and the procedures of both phase 1 and 

phase 2 are now described. 

Phase 1 

This section describes the design of phase 1 of the study. It 

also presents the questions answered in the first phase of the study. 

Finally, it describes the procedures used to collect the information 

required by the Bellon and Handler curriculum evaluation framework 

(status description information and information concerning program 

goals, organization, curriculum, classroom instruction, and outcomes). 

Design 

Following the organization of the Bellon and Handler evaluation 

framework, questions were designed by the researcher and his disser 

tation committee. One set of questions formed a status description. 

Another set of questions collected information about the program's 

goals, organization, operations (curriculum and instruction), and 

outcomes. A third set of questions addressed recommendations to 

improve the program under study. 

The researcher attempted to answer the questions through inter 

views with teachers and the administrative staff and review of written 

documents of the Manpower Training and Development Department of 

Huffco Indonesia, the department in charge of the intensive English 

program. 



Questions 

The answers to the following questions constituted a status de 

scription; that Is, what the program was like when the evaluation 

began. 

Questions Used To Form a Status Description 

1. What Is the background history of the program? 

2. What were the goals of the program when It was first estab 

lished? 

3. How was the program organized? 

4. What was the program's curriculum? 

5. What type of Instructional approaches were utilized within 

the program? 

6. How had the program been evaluated In the past? 

After the status description was developed, the following ques 

tions were used to analyze the program's goals, organization, curricu 

lum, instructional processes, and outcomes. 

Questions Used To Analyze Program Coals 

1. Are teachers, students, and administrative staff aware of the 

program goals? 

2. Are the program goals based on needs assessment? 

3. Do the program goals reflect worthwhile outcomes? 

4. Do the program goals reflect attainable outcomes? 

5. Does a process exist for regular review and refinement of 

goals? 

6. Is there a formal process to Identify both short- and long-

range goals? 



Questions Used To Analyze Program Organization 

1. Do staff development programs exist? if so, are they ade 

quate? 

2. Are the communication patterns within the organization ade 

quate? 

3. Do personnel understand how decisions are made? 

1. Are personnel prepared for their assignments? 

5. Do adequate written job descriptions exist? 

6. Do personnel find their work satisfying? 

7. Does the program organization appear to be consistent with 

the goals? 

8. Are sufficient personnel available for assignments? 

9. Is sufficient funding available for the program? 

10. Is there an adequate supply of instructional material and 

equipment? 

11. Are the physical facilities adequate for the implementation of 

the instructional program? 

Questions Used To Analyze Program Curriculum 

1. Does a written document describing the curriculum exist? 

2. Is the curriculum congruent with the curricular goals? 

3. Are curricular goals adequately organized into a planned 

sequence? 

4. Did all appropriate individuals participate in curricular de 

velopment? 

5. Does an ongoing process exist to identify and make needed 

changes in the curriculum? 
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Questions Used To Analyze Classroom Instruction 

1. Was the content of the Instructional materials adequate? 

2. Were Instructional methods congruent with the goals of the 

program? 

3. Did an ongoing process exist to Identify and make needed 

changes In Instruction? 

Were pre- and postassessment techniques adequate? 

Questions Used To Analyze Program Outcomes 

1. Were program goals satisfactorily achieved? 

2. Were there any unintended outcomes? Were the unintended 

outcomes positive? 

3. Does a process exist for systematically using outcome Infor 

mation for program Improvement? 

The final step In the Bellon and Handler evaluation framework was 

development of recommendations based on the Information collected dur 

ing the status description and analysis of goals, organization, curricu 

lum, Instructional processes, and outcomes. These questions are listed 

below. 

Questions Concerning Recommendations 

1. What recommendations can be made to Improve program goals? 

2. What recommendations can be made to Improve program orga 

nization? 

3. What recommendations can be made to Improve program cur 

riculum? 

4. What recommendations can be made to Improve program In 

struction? 



Procedures 

Two procedures were used in phase 1. The first collected status 

description Information. The second procedure collected Information 

concerning program goals, organization, curriculum, classroom Instruc 

tion, and outcomes. Both procedures are described below. 

The first procedure was used to collect the status description. 

The Information required to answer questions 1 and 2 (concerning the 

background history of the program and the program's original goals) 

was collected through Interviewing the Advisor to the Manpower Train 

ing and Development Department of Huffco Indonesia. (See Appen 

dix A, "Interview Form for the Advisor: Status Description," for this 

Interview form.) The Advisor also permitted the researcher to examine 

the files of the Manpower Training and Development Department In 

order to gather Information about the program's history and original 

goals. However, only one document was useful. (This document 

recommended that an Intensive English program be established.) 

Information answering questions 3 through 6 (concerning organi 

zation, curriculum. Instruction, and previous evaluation) was collected 

In Interviews with the Advisor, Teacher Supervisor, and the Nontech 

nical Training Supervisor of the Manpower Training and Development 

Department of Huffco Indonesia. (See Appendix B, "Interview Form 

for the Teacher Supervisor and the Nontechnical Training Supervisor: 

Status Description," for this Interview form.) The Interview ques 

tions were designed by the researcher during his first 2 weeks In 

Ballkpapan. These questions collected the Information required by the 
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Bellon and Handler evaluation framework: program organization 

(administration, course organization, course length, description of 

students and instructors, class size, location of classes, instructional 

materials, and procedures to evaluate students); program curriculum 

documents; instructional approaches; and past program evaluation. 

The results of the interviews are presented according to the 

questions asked in the Bellon and Handler curriculum evaluation frame 

work. These questions are presented in the review of related litera 

ture in Chapter 2. The answers as given by the respondent to all of 

the questions were recorded in writing on separate sheets of paper 

and not on the interview form. All the responses were confidential. 

Only one written document was found to be relevant to this stage of 

the evaluation framework. It recommended that an English training 

program be established, and is described in detail in Chapter 3. 

A second procedure was used to collect information concerning 

program goals, organization, curriculum, classroom instruction, and 

outcomes. The interview questions which collected information answer 

ing the sets of questions used to analyze the program's goals, organ 

ization, curriculum, instructional processes, and outcomes were 

designed by the researcher in April and May 1983. The Advisor to 

the Manpower Training and Development Department and one expatriate 

instructor who was leaving Huffco indonesia reviewed the questions. 

They both suggested that the researcher include an oral introduction 

and/or explanation at the beginning of each section of the interview. 

The researcher included these introductions and explanations. 



11 

Both sdministrators of the intensive English language program 

(the Nontechnical Training Supervisor and the Teacher Supervisor, 

also an instructor) and all of the teaching staff—three expatriates and 

four Indonesians—were interviewed by the researcher. (See Appen 

dix C, "Interview Form for the Teacher Supervisor, Nontechnical 

Training Supervisor, and Classroom instructors: Analysis Questions," 

for the interview form.) 

Because of the amount of data required, two interviews—each ap 

proximately 1 hour—were held with each individual. Respondents were 

interviewed privately by the researcher at the work site. The 

answers to all of the questions were recorded in writing as given by 

the respondent. All of the responses were confidential. 

The first of the two analysis interviews was conducted in June 

1983 and the second interview was conducted in August 1983. The 

researcher delayed the analysis interviews in order to develop trust 

between himself and those interviewed, his co-workers, and in order 

to review the questions originally designed. Only one written docu 

ment was relevant to this stage of the framework. This document de 

scribed the job responsibilities of expatriate instructors and is 

discussed in Chapter 3. 

Phase 2 

This section describes how the impact of the evaluation framework 

on the program was analyzed. 
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Design and Procedures 

in a separate notebook, the researcher recorded In writing the 

comments and actions of all respondents outside of the interview set 

ting. Only the comments made directly to the researcher were record 

ed. Second-hand comments were not included. The reactions of re 

spondents during the interviews were also recorded. Data were 

recorded under the name of the respondent. This information was 

used to answer the questions below. 

Questions 

The following questions were used to analyze the information. 

1. What procedural problems emerged during the evaluation 

process? 

2. In order to avoid and/or solve these problems, what changes 

in the evaluation framework are suggested? 

3. What were the positive results of the evaluation process? 

4. Did the evaluation cause any unexpected outcomes? What 

were these outcomes? 

The impact of the status description component of the framework 

is discussed in Chapter 3. The impact of the second component of the 

framework (analysis of the program's goals, organization, curriculum, 

instructional activities, and outcomes) is discussed in Chapter 4. 
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Definitions of Terms 

Curriculum—a written document describing the planned activities 

that may lead to learning experiences. 

Evaluation—judgment of the worth of an educational program 

based on a systematic collection of information. 

Expatriate instructor—an instructor who is a native speaker of 

English living and teaching overseas. 

Evaluation framework—a systematic set of relationships which 

guides data collection activities. 

Coals—intended or desired learner outcomes. 

Instruction—the interaction between teachers and students within 

a learning situation. 

Needs—the differences between actual and desired outcomes. 

Program operations—the curricular and instructional activities 

within a program and any activities which may directly or indirectly 

support the curricular and instructional programs. 

Program organization—the systematic relationship between goals, 

personnel, equipment, material, money, time, communication systems, 

decision-making systems, planning, renewal activities, and outcomes. 

Program outcomes—the effects of a program on the participants 

and on the educational setting in which the program operates. 

Teaching English as a Foreign Language (TEFL)—teaching English 

speakers within a society where the primary language is not English: 

e.g., teaching English to Indonesians in indonesia. 
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Teaching English as a Second Language (TESL)—teaching English 

to non-English speakers within an English speaking society: e.g., 

teaching English to Indonesians who are living in the United States. 

The Beilon and Handier curriculum evaluation framework—the 

curriculum evaluation framework proposed by Dr. Jerry Beilon and 

Dr. Janet Handler in Curriculum Development and Evaluation: A De 

sign for Improvement (1982). At the time of this study, Drs. Beilon 

and Handler were professors in the Department of Curriculum and 

Instruction, The University of Tennessee, Knoxville. 

Vendors—companies contracted by Huffco Indonesia to hire per 

sonnel for Huffco Indonesia. 

Organization of the Study 

Chapter 1 presented an introduction; statement of the problem 

and need for the study; assumptions of the study; design, questions, 

procedures, and analysis; definitions of terms; and an overview of the 

organization of the study. Chapter 2 reviews the major features of 

curriculum evaluation which are integrated into the Belion and Handler 

evaluation framework. The Belion and Handler evaluation framework is 

reviewed and the relationship of this framework to other approaches is 

discussed. Finally, curriculum evaluation literature in the fields of 

Teaching English as a Second or Foreign Language is reviewed. 

Chapter 3 presents the questions and answers which formed the status 

description. Chapter 4 presents the questions and answers used to 

analyze the goals, organization, curriculum, instructional processes. 
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and outcomes of the program. Chapter 5 presents the recommendations 

that resulted from the status description and analysis. Chapter 6 

presents a summary of the study, conclusions, and questions and 

recommendations for further studies. 
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CHAPTER 2 

REVIEW OF RELATED LITERATURE 

This chapter is divided into four major sections. First, major 

features of curriculum evaluation which are integrated into the Beilon 

and Handler curriculum evaluation framework are reviewed. Second, 

the Beilon and Handler evaluation framework is presented. Third, 

curriculum evaluation literature in Teaching English as a Second or 

Foreign Language is reviewed. Fourth, the relationship of the Belion 

and Handier framework to the major features of other approaches to 

curriculum evaluation is discussed. 

Major Features of Curriculum Evaluation 

This section presents the major features of curriculum evaluation 

which are integrated into the Beilon and Handler curriculum evaluation 

framework. Feature 1 is the emphasis on the judgment of the worth of 

a program in order to make decisions to improve the program. Fea 

ture 2 is the emphasis on program description. Feature 3 is the 

emphasis on program objectives. The manner in which these features 

are integrated is discussed later in this chapter. 

Feature 1—Emphasis on the Judgment 
of the Worth of a Program in Order 

To Make Decisions To Improve 
the Program 

Cronbach (1973) wrote that evaluation is "the collection and use 

of information to make decisions about an educational program" 
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(p. 44). These decisions concern improving course materials and 

methods, identifying student needs in order to improve instruction, 

selecting and grouping students, informing the student of his progress 

and weaknesses, and regulating administration. Cronbach (1973) 

emphasized that the main function of evaluation is program improve 

ment: "the greatest service evaluation can perform is to identify 

aspects of the course where revision is desirable" (p. 47). 

Scriven (1973) built on the work of Cronbach. First, he argued 

that, whatever the role of evaluation (teacher training, curriculum 

development, material development, etc.), the principal goal of eval 

uation is to determine the "real merit or worth" of something (p. 62). 

For example, Scriven believed that the quality of goals should be as 

sessed. "If the goals aren't worth achieving then it is uninteresting 

how well they are achieved" (p. 73). Scriven not only judged the 

goals of a program but he also judged the program's outcomes, calling 

it "payoff evaluation" (pp. 74-85). These judgments are made by ask 

ing and answering questions: "evaluation attempts to answer certain 

types of questions about certain entities" (p. 61). 

Stake (1973) developed the work of Cronbach and Scriven into a 

systematic procedure which describes and judges the program being 

evaluated. Stake's organizational framework or matrix coilects informa 

tion about background or antecedent conditions ("any condition exist 

ing prior to teaching and learning which may relate to outcomes"), 

ongoing events (transactions), and outcomes. Transactions are de 

scribed as "encounters of students with teacher, student with student. 
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author with reader, parent with counselor" (p. 112). This information 

was classified as descriptive or judgmental. Thus antecedent condi 

tions, transactions, and outcomes were judged. Stake also judged 

goals "to evaluate an educational program, we must examine what 

teaching as well as learning intends" (p. 115). 

Feature 2—Emphasis on Program Description 

Like Cronbach, Scriven, and Stake, Stufflebeam (1973) believed 

that the purpose of evaluation is to judge the worth of a program. He 

also emphasized how a program is described: "Evaluation is the pro 

cess of delineating, obtaining, and providing useful information for 

judging decision alternatives" (p. 129). This process includes infor 

mation on decision making, the settings within which decisions are 

made, the intentions of decisions and the types of decisions (pp. ISO-

IBS). 

Like Stake, Stufflebeam outlined an organization matrix used to 

systematically collect information. In Stufflebeam's matrix, four kinds 

of information were collected—context evaluation, input evaluation, 

process evaluation, and product evaluation. According to Stufflebeam, 

context evaluation defines the environment, describes conditions in the 

environment, identifies "unmet needs and unused opportunities," and 

describes problems within the environment (p. 136). Input evaluation 

is concerned with methods to utilize resources, to achieve objectives. 

Organizational capabilities and strategies were identified and assessed 

(p. 137). Process evaluation detects or predicts defects in the design 



19 

and implementation of a program, provides information for decision 

makers, and records procedures as they occur (p. 137). Product 

evaluation measures and interprets finai outcomes. "Product evaluation 

provides information for deciding to continue, terminate, modify or 

refocus a change activity .. ." (p. 138). 

Aikin (1973), like Stuffiebeam, was concerned with program de 

scription. Alkin evaluated the program's system, planning, impiemen-

tation, improvement, and certification. In systems assessment the 

needs of the students, community, and society are evaluated "in re 

lation to the existing situation. Assessment, therefore, is a statement 

of the status of the system as it presently exists in comparison to the 

desired outputs or stated needs of the system" (p. 151). Program 

pianning evaluation provides information which enables the decision 

maker to make planning decisions, "to seiect among alternative pro 

cesses in order to make judgments" (p. 151). In implementation eval 

uation, the evaiuation task is "to determine the degree to which plan 

ning descriptions of the program coincide with the implemented pro 

gram" (p. 153). 

Alkin also stressed the role of the evaluator as a change agent as 

he considers program improvement evaiuation. An evaiuator is "first 

and foremost an interventionist attempting to provide data which will 

lead to the immediate modification and, hopefully, improvement of the 

program" (p. 153). Finally, in Aikin's program certification compo 

nent, the evaluator provided information to decide "whether the pro 

gram should be eliminated, modified, retained, or introduced more 

wideiy" (p. 154). 
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Feature 3—Emphasis on Program Objectives 

According to Hammond (1973), the basic evaluation question was 

"Is this program really effective in achieving its expressed objectives?" 

in order to evaluate the program's educational effectiveness, Hammond, 

like Stake and Stufflebeam, designed an evaluation matrix. This 

matrix guides an evaluator to collect information about the interaction 

of behaviors (psychomotor, affective, and cognitive), instruction 

(organization, content, method, facilities, cost) and institutional 

factors (students, teachers, administrators, educational specialists, 

family, and community) (p. 158). 

Provus (1973) also focused on program objectives. Using ques 

tions as a guide, the evaluator defined the objectives of the program, 

looked for discrepancies between the stated objectives and the ongoing 

program, and provided this information to program developers. 

Thus far this chapter has discussed the major features of ap 

proaches to curriculum evaluation. The Bellon and Handler curriculum 

evaluation framework will now be reviewed. Following this review, the 

relationship of the Bellon and Handler framework to other approaches 

will be presented. 

The Bellon and Handler Curriculum 
Evaluation Framework 

This section first reviews the assumptions underlying the Bellon 

and Handler curriculum evaluation framework. The evaluation frame 

work is then described. 
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Assumptions Underlying the Beiion 
and Handier Framework 

Beiion and Handler (1982, pp. 9-10) made the following assump 

tions concerning curriculum development and evaluation. The re 

searcher accepted these assumptions in his study. 

1. The primary purpose of curriculum development and evalua 

tion is to strengthen educational programs in order to improve 

the student's learning opportunities. 

2. Personnel at ail levels should demonstrate a commitment to 

achieving agreed-upon goals if program improvement activities 

are to be effective. 

3. Curriculum workers want educational programs to be well 

planned and effective. 

4. Curriculum improvement is an ongoing and systematic process. 

General Description of the Evaluation Framework 

The Beiion and Handler evaluation framework contains three major 

phases: collection of information concerning the program's goals, or 

ganization, operations, and outcomes which together form a status de 

scription; analysis of the program; and formulation of recommendations 

for improvement. 

The status description is a preliminary overview "which includes 

some information about program goals, organization, operations, and 

outcomes" and involves a combination of document analysis and inter 

views or surveys (Beiion & Handler, 1982, p. 12). The status de 

scription includes the following kinds of information: background of 
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the program, goals of the program, organization of the program in 

cluding information concerning the administrative system, class size, 

course length, student body, location of classes, course material, cur 

riculum, and instructional materials and approaches (pp. 18-22). 

Following the status description, questions were designed to "ana 

lyze the worth and effectiveness" of the program (p. 13). These 

questions concerned the goals, organization, operations and outcomes 

of the program. Finally, recommendations were made to improve the 

program. The three phases were related: "the interplay of status 

and analysis activities makes it possible to recommend needed adjust 

ments" (pp. 13-14). 

The information forming the status description and analysis of the 

goals, organization, operations, and outcomes was collected by syste 

matically answering sets of predetermined questions. Thus, the ques 

tion and answer process forms a central component of the framework. 

"Very often, asking the right questions is one of the most important 

factors in carrying out an effective program improvement process" 

(p. 13). 

Description of the Four Major Areas Evaluated 
in the Bellon and Handler Framework 

The four major areas examined in the Bellon and Handler eval 

uation framework are now reviewed (goals, organization, operations, 

and outcomes). First, the assumptions underlying each of these areas 

are presented. Second, the types of information to be collected 
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through the questioning process and reading of written documents are 

reviewed. 

Curricular Coals 

Coals are desired outcomes of a program or "general statements of 

purpose which give direction to the curriculum" (Bellon & Handler, 

1982, p. 10), Bellon and Handler (pp. 26-28) made the following 

assumptions about goals. This researcher accepted these assumptions 

in his study. 

Assumptions Concerning Goal Evaluation. 

1. Coals should represent the values of all appropriate client 

groups. 

2. The process of developing goals should be designed to help 

educational institutions become renewing and future-oriented 

organizations. 

3. Coals should be ranked according to priority. 

4. Coals should be written, made public, and evaluated on a 

regular basis. 

Types of Information Collected During Coal Evaluation. The fol 

lowing information should be ascertained during the evaluation: the 

degree to which goals are based on educational needs, the goal design 

process, the degree to which goals reflect worthwhile and attainable 

outcomes, the educational beliefs or assumptions underlying the goals, 

the quality of goal statements, the priority of goals, and the process 

to regularly review and revise goals (pp. 32-34). 
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Curricular Organization 

The following five assumptions were made concerning program 

organization (pp. 10-43). This researcher also accepted these assump 

tions in his study. 

Assumptions Concerning Program Organization. 

1. Personnel should place a high priority on developing unity of 

purpose. 

2. Personnel should have the opportunity to achieve personal 

goals as well as organizational goals. 

3. The organization should be flexible enough to utilize the ca 

pabilities of all personnel. 

1. The organization must be self-renewing. 

5. Organizations should have formal systems to collect and use 

feedback. 

Types of Information Collected During Organizational Evaluation. 

In evaluating the organization, four areas were examined: resources, 

structure, processes, and programs (pp. 13-18). Resources were 

divided into four areas: human, physical, financial, and temporal. 

Personnel must be appropriately selected, evaluated, and utilized. 

Physical resources (facilities, equipment, and material) must be ade 

quate. Financial resources must be able to provide the necessary 

equipment, materials, and personnel. Sufficient time must be allocated 

to develop the program. Structure refers to the manner in which the 

human, physical, financial, and temporal resources are arranged. 
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Organizational processes include communication, decision making, allo 

cation of resources, planning, and ongoing and systematic renewal 

activities. The program is a set of goals and objectives with the 

resources necessary to achieve the objectives. In short, programs are 

developed to carry out organizational goals. 

Curricular Operations 

Bellon and Handler (1982) defined operations as "the curricular 

and instructional activities within a program" (pp. 52-57) and listed 

the following assumptions, which this researcher also accepted, con 

cerning operations. 

Assumptions Concerning Program Operations. 

1. The daily operations should reflect a consistent and unifying 

focus on the attainment of goals. 

2. Student learning should be the primary focus for daily op 

erations. 

3. Instructional improvement should be a systematic, high priori 

ty operations activity guided by positive assumptions about 

teacher behavior. 

4. Administrators must assume a major leadership role. 

Types of Information Collected During Operational Evaluation. 

Analysis of curriculum operations begins with an evaluation of goals 

through reading written documents (policy manuals, curriculum guides, 

handbooks, reports) and surveying administrators, faculty, and stu 

dents (p. 59). Assessment of instruction includes the following: "the 
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extent to which instructional plans reflect stated program goals, the 

ways that learning experiences are sequenced and the degree to which 

Instructional approaches exhibit a consistent learning theory" (p. 61). 

Activities which Improve the currlcular and Instructional process 

should also be evaluated: a formal system to Improve Instruction, a 

system for monitoring and revising curriculum, and programs for staff 

development. 

Currlcular Outcomes 

Bellon and Handler (1982, pp. 69-70) outlined their assumptions, 

which this researcher also accepted, concerning evaluation of outcomes 

or the effects of a program on the participants In the educational 

setting In which the program operates. 

Assumptions Concerning Program Outcomes. 

1. Those responsible for planning and carrying out educational 

programs should consider accountability for educational out 

comes as an Important Influence In Improvement efforts. 

2. The assessment of outcomes should be done objectively. 

3. Cost-benefit analysis and comparative evaluations should be 

used sparingly and cautiously. 

Types of Information Collected During Outcome Evaluation. Ac 

cording to Bellon and Handler (1982, pp. 70-73), the following should 

be Included In the outcome evaluation: the achievement of both In 

tended and unintended outcomes, the use of Information from previous 
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development and evaluation phases, the quality of techniques to mea 

sure student progress, and the system for using the Information re 

vealed In the outcome evaluation. 

Curriculum Evaluation Literature In Teaching English 
as a Second or Foreign Language 

Worthen and Sanders (1973) wrote that "evaluation Is one of the 

most widely discussed but little used processes In today's educational 

systems" (p. 1). As this review of literature Indicates, evaluation Is 

not widely discussed or used In the fields of Teaching English as a 

Second or Foreign Language. A review of this literature revealed 

little research In the area of curriculum evaluation In general and no 

research In the specific area under study—curriculum evaluation 

frameworks for English as a Foreign Language programs. The review 

of literature Included Dissertation Abstracts, the Educational Resources 

Information Center (ERIC), and the following journals concerned with 

foreign language education: The Foreign Language Annals (1967-

1986), Modern Language Journal (1916-1986), Language Learning 

(1948-1983), The TESOL Quarterly (1967-1986) and the English Lan 

guage Teaching Journal (1946-1986). The following journals dealing 

with the area of curriculum failed to reveal any application of a curric 

ulum evaluation framework for English as a Foreign Language pro 

grams: Theory Into Practice (1962-1986), The Review of Educational 

Research (1931-1986), Studies In Educational Evaluation (1975-1986), 

Educational Technology (1961-1986), and The CEDAR Quarterly (1974-
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1986). Furthermore, the implementation of the specific framework util 

ized in this study was not discussed in the literature reviewed above. 

Each of the following curriculum evaluation studies was judged by 

the researcher to be inadequate. These inadequacies are noted below. 

The English Language Programs Division of the United States In 

formation Agency has developed guidelines for English as a Foreign 

Language program evaluation. Two types of questions (those used to 

gather data and those used to evaluate) were listed under the follow 

ing fifteen categories: goals, texts, supplementary materials, language 

laboratory, time allotted for courses, testing, methodology, teacher 

qualifications, the director of courses, teacher training, students, 

physical resources, support staff, salaries, and class size. The 

guidelines were thus a list of 185 questions specifically concerned with 

English as a Foreign Language programs supported by the United 

States Information Agency. These guidelines were inadequate because 

they did not include the background history of the program or pro 

gram outcomes. Furthermore, it would have been too complex a task 

to attempt to gather information to answer 185 questions. 

Campbell, Bernbrock, Frelick, and Hilferly (1983) reported on the 

formative evaluation of the University of California of Los Angeles/ 

China Exchange Program at Zhongshan University, People's Republic of 

China, at the 1983 International TESOL conference in Toronto, Canada. 

They identified five steps in the evaluation process: identification and 

organization of decision makers, selection of evaluation questions, 

selection and implementation of evaluation methods (interview and 
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questionnaires), data analysis, and the publication of results. The 

use of criterion and domain referenced testing and evaluation was 

stressed. While this study viewed evaluation as a process, it was 

inadequate because it equated evaluation with testing and because it 

did not include a status description. 

In September 1979 the Alaska Department of Education published a 

booklet of criteria to assess bilingual-bicultural educational programs. 

The booklet was divided into the following sections: philosophy, man 

agement, staff preparation and in-service, program, materials and 

resources, program evaluation, and community development. Each sec 

tion contained statements which were followed by a rating scale rang 

ing from one (not started) to five (achieved). There were a total of 

10 statements in the booklet. No studies were available, however, 

concerning the implementation of this booklet. 

Todesco (1983) presented a paper at the 1983 international TESOL 

conference entitled "Determining Needs in Evaluation of Adult Stu 

dents: The Needs Analysis Approach." In this paper, Todesco de 

scribed evaluation as a two-stage process: needs identification and 

testing. Todesco's view of evaluation was inadequate because it ex 

cluded a status description and an analysis of program goals, organi 

zation, and operations, and it equated evaluation with testing. 

Chesterfield (1982) conducted a curriculum evaluation of a bilin 

gual Head Start program (a preschool curriculum for Spanish speaking 

children). This evaluation was inadequate because he equated eval 

uation with pre- and posttests and experimental design. 
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Kelly (1981) evaluated the curriculum of a bilingual secretar 

ial course at Wubonsee Community College in iiiinois. As with 

Chesterfield (1982), he equated evaluation with testing. He also did 

not present a curriculum evaluation framework. 

Richards (1984) noted that because the focus of the language 

classroom is on language "much of what has been written about cui— 

riculum issues in language teaching in the last thirty years has 

focused primarily on how to specify the language content of a course 

or method" (p. 3). Thus, language analysis has been the professional 

focus. He wrote that evaluation determines if goals have been 

achieved. He then described formative and summative evaluation. He 

did not provide information concerning the application of any frame 

work. 

The Relationship of the Bellon and Handler 
Evaluation Framework to the Major Features 

of Other Approaches 

The Bellon and Handler evaluation framework utilized all three 

features previously discussed: the emphasis on the judgment of the 

worth of a program in order to make decisions to improve the program, 

the emphasis on program description, and the emphasis on program 

objectives. This section discusses how these three features are 

addressed in the Bellon and Handler framework and how the Bellon and 

Handler framework is thus a more comprehensive, efficient, and effec 

tive framework than the approaches suggested by Scriven, Stake, 

Stufflebeam, Alkin, Hammond, or Provus. 
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The Relationship of the Bellon and Handler 
Framework to Judgmental Approaches 

As previously noted, Scriven and Stake built on the work of 

Cronbach and emphasized that evaluators judge the worth or merit of a 

program. The Bellon and Handler framework consistently judged vari 

ous aspects of a program. For example, as goals were evaluated, the 

following judgmental question was asked: Do the goals reflect worth 

while outcomes? As the program organization was evaluated, the 

information was collected about the adequacy of staff development 

programs, staff size, communication patterns, staff preparation, job 

descriptions, funding, supply of instructional material, and physical 

facilities. Judgments were also made as to whether or not personnel 

find their work satisfying. 

As the curriculum was evaluated, information was collected about 

the congruency of curriculum and goals and the organization and 

sequencing of curricular goals. The following two questions were also 

judgmental—Did all appropriate individuals participate in curricular 

development? Does an ongoing process exist to identify and make 

needed changes in the curriculum? As classroom instruction was 

evaluated, the content, methods, and assessment techniques were 

judged to be adequate or inadequate. As the program outcomes were 

examined, the evaluator asked if the goals had been adequately 

achieved and if the unintended outcomes were positive. Finally, as a 

result of the judgments above, recommendations were made by the 

evaluators. One strength of the Bellon and Handler framework is that 
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it consistently made judgments in all phases of data collection—goals, 

organization, operations, and outcomes. 

The Relationship of the Bellon and Handler Framework 
to Program Description Approaches 

The Bellon and Handler framework is highly descriptive and is 

thus similar to Stufflebeam (1973), Stake (1973), Scriven (1973), 

Hammond (1973), Provus (1973), and Alkin (1973). The descriptive 

qualities of the framework are now examined according to the compo 

nents of the framework—status description, goals, organization, 

operations, and outcomes. The strengths of the Beilon and Handler 

framework are also noted. 

Status Description 

As has been noted. Stake's approach collected information about 

antecedent conditions and Stufflebeam's approach included information 

about the environment being evaluated. However, the Bellon and Han 

dler framework was more efficient, effective, and comprehensive in 

gathering background information because it specified (1) information 

to be collected (program history, original goals, organization, cur 

riculum, instructional approaches) and (2) how to collect it (by asking 

and answering questions). 

Coals 

Bellon and Handler (1982) note that "virtually all leading cur 

riculum development models begin with a goal setting stage" (p. 34). 
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Thus, it Is logical that "evaluation models and frameworks exhibit a 

similar consistency in addressing goals or intended outcomes" (p. 3H). 

As previously noted, Hammond (1973) and Provus (1973) described the 

congruence of goals and objectives and Scriven (1973) and Stake 

(1973) extended the analysis to include assessment of the quality of 

the goals. 

As already noted, the Bellon and Handler framework also evalu 

ated goals. However, the framework was more efficient, effective and 

comprehensive because it not only evaluated the congruence of goals 

and outcomes but also assessed the quality of goals. 

Organization 

Bellon and Handler (1982) wrote that "although most major evalua 

tion frameworks imply the need for organizational evaluation, very few 

have given specific attention to this phase [organization] of the 

evaluation process" (p. 49). Stuffiebeam (1973) evaluated decision 

making as did the Belion and Handier framework. Stuffiebeam (1973), 

in his input evaluation component, also included information on organi 

zational capabilities and strategies. However, Stuffiebeam (1973) did 

not explain or define capabilities and strategies. The Bellon and 

Handler framework, on the other hand, specified the organizational 

information to be collected (staff development programs, communication 

patterns, decision making patterns, etc.) and how it was to be col 

lected (by asking and answering evaluation questions). 
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Operations 

Stake (1973), Stufflebeam (1973), and Alkin (1973) all addressed 

the Issue of operations evaluation. Stake evaluated one aspect of 

operations during the transaction component of his matrix. In the 

process evaluation component of his matrix, Stufflebeam addressed the 

issue of curriculum operations as the evaluation attempted to predict or 

detect flaws In the design or implementation of a program. AlkIn, In 

the program implementation component of his model, was concerned 

with operational issues. Hammond (1973) examined various aspects of 

the instructional process. The Bellon and Handler framework defined 

the operations (curriculum and instruction) more clearly than these 

other models by specifying the exact information to be collected (con-

gruency of curriculum to goals, sequential planning of goals, assess 

ment instruments, for example). 

Outcomes 

The product evaluation component of Stufflebeam's approach ad 

dressed the issue of outcome evaluation. Provus (1973), in comparing 

stated goals with the ongoing program, focused on outcome evaluation. 

Stake also judged the outcomes of the program in his evaluation ma 

trix. Scriven also included outcome evaluation in his approach, calling 

it "payoff evaluation." The Bellon and Handler framework was more 

comprehensive than the above approaches. The framework not only 

determined if the goals were achieved, but also identified any unin 

tended outcomes. It also assessed the program's ability to systemat 

ically use outcome information for program improvement. 
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The Relationship of the Bellon and Handler Framework 
to Program Objectives Approaches 

This relationship was discussed in the previous section under 

Outcomes. 

Chapter Summary 

This chapter first examined the major features of approaches to 

curriculum evaluation which were integrated into the Bellon and 

Handler evaluation framework. These features included an emphasis on 

the judgment of the worth of a program in order to make decisions to 

improve the program, an emphasis on program description, and an em 

phasis on program outcomes. The Belion and Handler framework was 

then reviewed. The literature concerning curriculum evaluation in the 

fields of Teaching English as a Second or Foreign Language was also 

reviewed. It was concluded that, at the time of this study, very little 

research about curriculum evaluation frameworks existed in these fields 

of study. Finally, the relationship of the Bellon and Handler frame 

work to the major features of other approaches was presented. It was 

concluded that the Bellon and Handler framework was more comprehen 

sive, efficient, and effective than these other approaches and there 

fore better suited for use in evaluating English as a Foreign Language 

programs. 
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CHAPTER 3 

APPLICATION AND ANALYSIS OF THE BELLON AND HANDLER 

CURRICULUM EVALUATION FRAMEWORK: 

STATUS DESCRIPTION 

This chapter examines the status description and is organized into 

two parts. Phase 1 is the application of the Bellon and Handler cur 

riculum evaluation framework. Phase 2 is an analysis of the impact of 

the evaluation framework. The design of the study, research ques 

tions, research procedures, and findings are presented. 

Phase 1 of the Study--Application of the Bellon and Handler 
Curriculum Evaluation Framework: Status Description 

Design 

Questions were designed by the researcher and his dissertation 

committee. These questions followed the Bellon and Handler evaluation 

framework and formed a status description of the program at the time 

of the researcher's arrival in Balikpapan. These are the questions 

answered in this chapter. 

Questions Concerning Status 
Description Answered 

The questions answered in this portion of phase 1 are as follows. 

1. What is the background history of the program? 

2. What were the goals of the program when it was first estab 

lished? 
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3. How was the program organized? 

4. What is the program's curriculum? 

5. What type of instructional approaches were utilized within the 

program? 

6. How had the program been evaluated in the past? 

Procedures Used To Collect Status 
Description information 

Information required to answer the first two questions above, 

which concern the background history of the program and the pro 

gram's original goals, was collected by interviewing the Advisor to the 

Manpower Training and Development Program. (Appendix A, "inter 

view Form for the Advisor: Status Description," was the interview 

form used.) One written document, discussed in Chapter 2, was 

found to be relevant to this stage of the study ("Recommendations 

for an English Language Training Program Master Plan for Huffco 

Indonesia"). This document was written by the Advisor. The Advisor 

was the only individual who could answer the first two questions above 

because he was the only respondent with personal first-hand knowl 

edge of events. Questions 3 through 6 above were answered by the 

information provided by the Advisor, Teacher Supervisor, and the 

Nontechnical Training Supervisor of the Manpower Training and Devel 

opment Department of Huffco Indonesia in separate interviews. Appen 

dix B ("Interview Form for the Teacher Supervisor and the Nontechni 

cal Training Supervisor: Status Description") was the interview form 

used. 
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The research questions collected information required by the 

Bellon and Handler framework concerning program administration, 

course organization, course length, description of students and in 

structors, class size, location of classes, instructional materials, 

procedures to evaluate students, program curriculum documents, in 

structional approaches, and past program evaluation. The answers as 

given by respondents to the questions, which were confidential, were 

recorded on separate sheets of paper and not on the interview form. 

The interviews were conducted in March 1983. 

Findings of Phase 1 

1 • What is the background history of the program? 

The Manpower Training and Development Department first began 

English as Foreign Language classes in 1975. The majority of these 

classes were held in Bakak, not Balikpapan. In 1980, the Huffco Gen 

eral Manager commissioned a study by a specialist in Teaching English 

as a Foreign Language. The report, "Recommendations for an English 

Training Program Master Plan for Huffco Indonesia" (1980, pp. 23-26), 

cited five problems created by the inability of some employees of 

Huffco Indonesia to communicate effectively in English. The problems, 

which together formed a need for an English program, were as follows. 

a. Manpower Flexibility. A number of departments were experi 

encing manpower difficulties due to a lack of personnel with a good 

enough command of English to effectively fill supervisory positions. 
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As the Advisor stated, "You can't promote people who can't communi 

cate with people from the Houston office," 

b. Job Efficiency. Operations were running at less than maxi 

mum efficiency because of communication problems. Employees did not 

understand their expatriate co-workers, supervisors, and trainers. 

The Advisor stated that "We had equipment breakdown because some 

employees didn't understand the directions or couldn't read the repair 

manual." 

c. Time Utilization. Managers, superintendents, and supervisors 

had to spend time correcting subordinates' English and interpreting 

incomprehensible communications. The Advisor noted that "We had a 

lot of complaints from expatriates about the time they had to spend 

correcting the English of memos and reports." 

d. Technical Training. Technical training was slower and less 

effective than it might have been because of the poor English ability of 

many trainees. The expatriate staff trained in English and many of 

the manuals and instructional materials used were available only in 

English. According to the Advisor, "A lot of our expatriate trainers 

had to simplify the material to the point that the technical information 

became meaningless." 

e. Contractual Problems. Huffco Indonesia was contractually 

obligated to provide English language instruction to Indonesian employ 

ees. 
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Criteria for instructional Methods 

The document "Recommendations for an English Training Program 

Master Plan for Huffco Indonesia" established four criteria for 

instructional methods (pp. 26-27). 

a. The amount of active participation by the student should in 

crease so that the student does as much language practice as possible. 

As the Advisor explained in the interview, "we need a trainee-centered 

and not a teacher-centered classroom." 

b. The emphasis on oral skill classes should be on group and 

pair classroom activities. As the Advisor commented in the interview, 

"These kinds of activities are inherently more interesting to trainees." 

c. Students should be practicing the kind of communications they 

would encounter in their daily jobs. As the Advisor stated in the 

interview, "They shouldn't be doing dialogs about shopping in 

New York because that has nothing to do with their work." 

d. Students should be encouraged to develop an independent 

learning style: "the language class should give students the skills to 

enable them to continue learning once they are out of the classroom" 

(p. 27). In the interview the Advisor explained that "Employees 

should be able to read drilling and production journals in their free 

time." 

Establishment of an Intensive English 
Teaching Program 

As a result of the previously mentioned 1980 report, Huffco 

Indonesia established an intensive English language program in 
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Balikpapan. Under the leadership of the English as a foreign language 

consultant mentioned above, local Indonesian universities were con 

tacted in May and June 1980 and potential instructors were inter 

viewed. English as a foreign language textbooks were ordered from 

commercial publishers. In July and August 1980 expatriate instructors 

were interviewed and five were selected. Five Indonesian instructors 

were hired. The English as a foreign language consultant organized a 

two-week training program for indonesian instructors. An English 

language proficiency/placement test written by the English as a foreign 

language consultant was completed in August 1980. The test included 

a grammar section, reading section, writing section, and listening 

comprehension section. In September, October and November, 1980, 

all 1 ,200 Huffco, Indonesia, employees were given the placement test 

and assigned a proficiency level (from Level 1, the lowest, to Level 7 

the highest). In January 1981, the first intensive English course was 

held. 

2- What were the goals of the program when it was established? 

According to the previously mentioned 1980 report, the program 

had the following two goals. 

a. To provide English language instruction to meet the daily 

job-related language needs of Indonesian employees. 

b. To provide training in communication skills. "It is crucial 

that an employee understand that he must initiate a conversation even 

if he is in a subordinate position so that information can be conveyed 

without the supervisor having to 'dig out' the information" (p. 26). 



3. How was the program organized? 

Administration of courses. The program was administered by a 

Teacher Supervisor who reported to the Nontechnical Training Super 

visor. According to the Teacher Supervisor, administrative respon 

sibilities were to schedule classes, to schedule tests, and to arrange 

transportation for students. 

Organization of courses. According to the Teacher Supervisor 

and the Nontechnical Training Supervisor, the program was divided 

into seven levels based on the placement test developed by the English 

as a Foreign Language consultant previously mentioned. Level 1 was 

the lowest proficiency level with Level 7 the highest. Each level 

consisted of the following classes: a "core course" (focusing on 

listening, speaking, reading and writing skills), a reading course, a 

writing course, an oral skills course (focusing on listening and speak 

ing skills) and a course entitled "Projects." Instructors were free to 

teach any skill during the "Projects" course. During any 6-week 

period, as many as four intensive levels were operating simultaneously; 

that is, one Level 1, one Level 2, one Level 3, and one Level 4 were 

all being held. A typical Monday through Friday program schedule 

was as follows: 

7:35 - 9:05 Core Course 

9:20 - 10:50 Reading 

11:05 - 12:00 Projects 

12:00 - 13:00 Lunch 

13:00 - 14:45 Oral skills 

15:00 - 16:00 Writing 
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In addition, two classes were also held Saturday mornings from 

7:35 a.m. to 12:00 noon. 

Course length. Each course was 6 weeks in length. 

Students. According to the Teacher Supervisor and the Nontech 

nical Training Supervisor, all Huffco Indonesia employees—from the 

Jakarta, Badak, and Balikpapan operations—were possible students and 

thus classes were a mix of employees from all company departments. A 

review of the organization chart of Huffco Indonesia indicated that 

Jakarta departments included Information Systems, Human Resources 

and Development, Finance, Administration, Internal Audit, Engineering 

and Design, Engineering, and Logistics. Balikpapan departments in 

cluded Exploration, Civil Construction, Contracts, Medical, Employee 

Relations, and the Community Center. Badak—where drilling and pro 

duction sites were located—included Logistics (Warehouse, Transporta 

tion, Local Purchasing, and Customs), Maintenance (Mechanical, Elec 

trical and Instrumentation, and Corrosion), Production, Loss Preven 

tion, and Drilling. 

Huffco Indonesia had approximately 1,300 employees. According 

to the Individual Development Plan developed by the Manpower Train 

ing and Development Department, approximately 1,200 Indonesian 

employees were scheduled to take English classes in 1983. Supervisors 

nominated subordinates for a specific ievel in the intensive English 

program. The Teacher Supervisor and the Nontechnical Training 

Supervisor screened the nominees to determine if they were nominated 

by their supervisors for the correct level. According to both the 
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Teacher Supervisor and the Nontechnical Training Supervisor, super 

visors sometimes nominated students for the wrong level. The educa 

tional background of students varied from elementary education to 

university levels. Students, almost all males, were between 20 to 

50 years old. 

Instructors. When the researcher arrived In March 1982, there 

were five Indonesian instructors and three expatriate Instructors. As 

the Interviews Indicated, two Indonesian Instructors had had some 

coursework In Teaching English as a Foreign Language. Three ex 

patriate Instructors had Master's degrees in Teaching English as a 

Foreign language. All expatriate Instructors were hired for Huffco 

Indonesia by a vendor company. Overseas Technical Services, based In 

London, England, with offices In Singapore, Jakarta, and Ballkpapan. 

Class size. Class size varied from 9 to 25 students. 

Location of classes. The majority of classes were held In air-

condltloned portacamps at the Manpower Training and Development 

Department office In Ballkpapan. 

Instructional material. The selection of Instructional material was 

left completely to the discretion of the individual Instructor. Specific 

materials were not assigned to any level or course. Commercially pro 

duced Instructional material designed for English for General Purposes 

classrooms was purchased by the Manpower Training and Development 

Department and stored In one of the teacher's offices. This material 

Included texts to teach listening, speaking, reading, and writing skills 

(110 titles were In the library, many with multiple copies). The 
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teacher's office was also supplied with a photocopy machine which was 

available to all instructors. 

Instructional approaches. The Teacher Supervisor said that he 

"explains a lot of things" and answers students' questions (in 

Indonesian) concerning grammar. He said that the students read aloud 

and then answered comprehension questions orally and in writing. He 

also played the cassette tapes that accompanied the textbook and had 

students follow along with their books open and closed. He said that 

he did a lot of oral drill work in class. Thus, this instructor general 

ly followed the text and also used a grammar translation/explanation 

approach. 

One of the three expatriate teachers said that he did "whatever is 

in the book" and that he supplemented the textbook by writing his 

own fill-in-the-blank exercises. The second expatriate said that he 

used the overhead projector in class to display samples of student 

writing and had the class correct it. This instructor also said that 

he used "a lot of pair and group work" activities. When asked to 

describe these activities, he said that students plan vacation trips, 

complete dialogs, and do role play activities. The third expatriate 

said that she did whatever was in the book but that she also wrote 

crossword puzzles for the class. Thus, the expatriate teachers also 

followed the textbook and supplemented the text with pair and group 

work that was not related to work experiences, writing activities, 

fill-in-the-blank worksheets, and crossword puzzles. 
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One Indonesian instructor said that he had students listen and 

repeat and perform the orai drills in the textbook. His students also 

read aloud In class. A second Indonesian instructor said that he used 

the group and pairwork activities (role play and group discussion) and 

that he had learned these approaches from expatriates when he taught 

in an Indochinese refugee program. When asked to describe these 

activities, he said that they discuss topics such as how to find a good 

job and role-play situations in the textbook. A third Indonesian 

instructor said that he had students read aloud individually and in 

groups and then write the answers to comprehension questions. The 

fourth indonesian said that he explained the grammar to the class in 

indonesian. He translated from English to Indonesian and Indonesian 

to English. Students also had to translate and also to do fill-in-

the-blank exercises written by the instructor. Thus, two indonesian 

instructors had students read aloud. One used a grammar explana 

tion/translation approach. One used group and pairwork activities. 

One followed the oral drills in the textbook. 

Assessment of students. As previously mentioned, when employ 

ees were hired by Huffco Indonesia they were given an English ian-

guage placement test and assigned to a proficiency level. During the 

first week of ciass they were given the same test a second time. Dur 

ing the last week of the 6-week intensive course they were given the 

same test a third time. Thus, employees were given the same test 

three times and the same test functioned as both a placement and pro 

ficiency instrument. The test consisted of listening comprehension. 
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grammar, reading, and vocabulary sections and is examined in greater 

detail in Chapter 4. The Teacher Supervisor set a minimum score for 

entrance into each level. The Teacher Supervisor assigned two 

instructors to score the examinations. The only criterion used in 

advancing an employee to the next level was the score on the third in 

the series of tests. 

4. What was the program's curriculum? 

A written document specifying the curriculum did not exist and 

the previously described 1980 report commissioned by Huffco Indonesia 

had not been distributed to either the administrative or teaching staff. 

5. What type of instructional approaches were utilized with the 

program? 

As noted earlier, the Teacher Supervisor followed the textbook 

activities and supplemented the text with grammar explanations and 

translations. The expatriate instructors also followed the textbook but 

did not supplement the text exclusively with grammar explanations and 

translations. Instead, the expatriate instructors used pair and group 

work activities or writing activities with an overhead projector or 

worksheets or crossword puzzles. Two of the Indonesian instructors 

had students read aloud. One explained and translated grammar, 

while another used oral drill work. One Indonesian instructor used 

group and palrwork activities. 

6. How had the program been evaluated in the past? 

The program had never been previously evaluated. 
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Phase 2 of the Study—'Analysis of the impact 
of the Evaluation Framework 

Design and Procedures 

In a separate notebook, under the name of each respondent, the 

researcher first recorded in writing the comments and actions of all 

respondents after the interviews had been concluded. Second-hand 

comments (rumors or information not based on first-hand knowledge) 

were not recorded. Only comments made directly to the researcher 

were recorded. Second, the researcher recorded the reactions of the 

respondents during the interviews. 

Questions Answered 

The following four questions analyzed the information collected. 

1. What procedural problems emerged during the evaluation 

process? 

2. In order to avoid and/or solve these problems, what changes 

in the evaluation framework are suggested? 

3. What were the positive results of the evaluation process? 

4. Did the evaluation cause any unexpected outcomes? What 

were these outcomes? 

Findings of Phase 2 

This section examines problems that emerged during the status 

description component of the framework and possible solutions to those 
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problems. Positive results of this stsge of the evaluation process will 

be described. Finally, unexpected outcomes of the status description 

stage are presented. All comments were recorded by the researcher in 

writing. 

1• What problems emerged during the preparation of the status 

description? 

The incidents described beiow indicat two problems. First, 

conflicts developed because an employee and not an outside consultant 

evaluated the program. Second, the role of the employee as an evalu-

ator was not adequately defined and described to company employees. 

The Nontechnical Training Supervisor did not want the researcher 

to read department files stating that they were confidential. However, 

the Advisor—the Nontechnical Training Supervisor's superior—gave the 

researcher access to these files as he believed that they were not con 

fidential. The Advisor's decision antagonized the Nontechnical Train 

ing Supervisor as she believed that employees "must follow the chain 

of command." During the interview, the Nontechnical Training Super 

visor repeatedly asked the interviewer to rephrase or explain the 

question. Thus, conflicts developed because the role of the evaluator 

as a company employee was not clearly defined. 

The Advisor hired the researcher, as he put it, "to shake up" 

the teachers. "They are not doing their job." The Advisor made this 

comment to at least one expatriate teacher. A rumor developed (which 

was later reported to the researcher by the expatriate teachers) that 

someone was going to lose his/her job. While the researcher reassured 
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expatriate teachers that no one was going to be dismissed, the 

researcher was immediately viewed apprehensively by the expatriate 

teachers. Again, because the researcher's role was not adequately 

described, conflict developed. 

One expatriate teacher was professionally offended that the re 

searcher was conducting an evaluation. He believed that because he 

had a Master's degree that he was professionally competent to conduct 

an evaluation. During the interview he said that he could "do the 

same thing." 

The Teacher Supervisor discussed his interview with the other 

Indonesian teachers. He told them some of the specific questions that 

he was asked. He checked to see if his answers concerning the back 

ground history of the program were correct. (They were.) This will 

be discussed further under the question, "What were the positive re 

sults of the evaluation process?" The Nontechnical Training Supervi 

sor criticized the Teacher Supervisor for doing this. She commented 

that these questions were confidential. The Teacher Supervisor re 

ported this to the researcher who then explained to the Nontechnical 

Training Supervisor that the questions were not confidential. The 

answers given to the researcher were confidential. She did not reply 

to this explanation. 

2. in order to avoid and/or solve these problems, what changes 

in the evaluation framework are suggested? 

The researcher suggests that a preevaiuation component be added 

to the framework. Before the process of collecting information to form 
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a status description begins, the evaluator should meet with personnel 

working in the program being evaluated and (a) define evaluation and 

the role of the evaluator; (b) describe the goals of evaluation; 

(c) describe each phase of the evaluation framework being used; 

(d) exchange information about professional and personal lives; and 

(e) answer any questions that may be asked. The five steps above 

may reduce or eliminate rumors and suspicion within the organization. 

3- What were the positive results of the evaluation process? 

Some of the attitudes of the Indonesian instructors towards their 

jobs began to change in a positive way. Three of the Indonesian 

instructors later commented to the researcher that the teachers were 

not generally asked questions and that they felt that this represented 

a new and positive attitude. During the interviews three'respondents 

made comments such as "it's interesting that you want to know this," 

and "thanks for showing an interest." 

Did the evaluation cause any unexpected outcomes? What 

were these outcomes? 

The attitude of the Nontechnical Training Supervisor towards the 

researcher eventually grew from antagonism, resulting from the prob 

lems described in question 1 above, to open hostility. This hostility is 

described in the next chapter. 



52 

Summary of Phase 1 

Design and Questions 

Six questions which followed the Bellon and Handler evaluation 

framework were designed by the researcher. These questions de 

scribed the current status of the program and gathered information 

concerning the following: background history of the program, goals of 

the program when it was first established, and the program's orga 

nization, curriculum, instructional approaches, and previous evalua 

tion. 

Procedures 

Interview was the main procedure used by the researcher. The 

Advisor, Teacher Supervisor, and the Nontechnical Training Super 

visor were interviewed. Appendix A is the interview form for the 

Advisor. Appendix B is the interview form for the Teacher Super 

visor and the Nontechnical Training Supervisor. Responses, which 

were confidential, were recorded in writing on separate sheets of 

paper and not on the interview form. One written document was found 

by the researcher and used in the collection of information concerning 

the status description. This document outlined the need for an inten 

sive English program as well as the criteria for instructional methods. 

Findings 

English teaching first began in 1975. In 1980 a report was com 

missioned to make recommendations concerning English teaching. As a 
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result of this study, an intensive English teaching program was estab 

lished. The goals of the program were to provide job-related English 

language instruction and to provide training in communication skills. 

The program was administered by a Teacher Supervisor who re 

ported to the Nontechnical Training Supervisor. The 6-week program 

was divided into seven levels. Students took the following courses 

each day—core, reading, projects, oral skills, and writing. Students 

almost all males between 20 and 50 years old from all departments— 

attended the courses and were nominated by their supervisors for a 

specific level. Nominees were screened by the Teacher Supervisor and 

the Nontechnical Training Supervisor to determine if they were nomi 

nated for the correct level. 

There were five Indonesian and three expatriate instructors. 

Classes ranged from 9 to 25 students and were held in air-conditioned 

portacamps. No instructional materials or approach were specified by 

the Teacher Supervisor or Nontechnical Training Supervisor. Instruc 

tional materials and approaches varied from teacher to teacher. Stu 

dents were assessed by a test instrument developed by Huffco Indo 

nesia personnel. The same test served as both a proficiency and a 

placement tool. The program had never been previously evaluated. 

Summary of Phase 2 

Design and Procedures 

Under the name of each respondent, in a separate notebook, the 

comments and actions taken by all respondents after the interview were 



54 

recorded by the researcher. Only comments made to the researcher 

by the respondents were recorded. The researcher also recorded the 

reactions of the respondents during the Interviews. 

Questions 

Four questions were designed by the researcher. These ques 

tions concerned problems that developed during the preparation of the 

status description and possible solutions to these problems, positive 

results of the evaluation, and unexpected outcomes of the evaluation. 

Findings 

Two problems emerged during the preparation of the status 

description. Because an employee and not an outside consultant evalu 

ated the curriculum, conflict developed. Second, the exact role of an 

employee as an evaluator was not adequately defined and described to 

company employees. For example, the Nontechnical Training Super 

visor did not want the researcher to read department files since she 

believed they were confidential. Second, a rumor spread that because 

the researcher was hired someone was going to lose their job. Third, 

one expatriate teacher who felt he was professionally competent to con 

duct an evaluation was professionally offended that the company hired 

an outsider. Fourth, a conflict surfaced between the Teacher Super 

visor and the Nontechnical Training Supervisor. 

In order to avoid or solve these problems, the researcher pro 

posed that a preevaluatlon component be added to the evaluation 
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framework. Before the evaluation begins, the evaiuator should define 

and describe the goals of evaluation for those working In the organi 

zation being evaluated. The phases of the framework should be de 

scribed. The evaiuator and the program's personnel should exchange 

Information about professional and personal matters. The evaiuator 

should also answer any questions. 

A positive result of the evaluation was that three of the 

Indonesian Instructor's attitudes towards their jobs began to change In 

a positive way. They believed that the process of asking questions 

and listening to answers represented a positive approach. An unin 

tended and negative Impact of the evaluation was that the Nontechnical 

Training Supervisor became antagonistic, and later hostile, towards the 

researcher. 
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CHAPTER H 

APPLICATION AND ANALYSIS OF THE BELLON AND HANDLER 

CURRICULUM EVALUATION FRAMEWORK: ANALYSIS OF 

INFORMATION CONCERNING GOALS, ORGANIZATION, 

OPERATIONS, AND OUTCOMES 

This chapter examines the second component of the Bellon and 

Handler curriculum evaluation framework—analysis of information con 

cerning goals, organization, operations and outcomes. First, phase 1 

of the study Is examined. The study's design, research questions, 

and collection procedures are described and phase 1 findings are pre 

sented. Phase 2 analyzes the Impact of the evaluation framework. 

Phase 1 of the Study—A^yllcatlon of the Bellon 
and Handler Curriculum Evaluation Framework: 

Status Description 

Design 

Interview questions which followed the framework under study 

were designed by the researcher in April and May 1983 and collected 

Information concerning program goals, organization, operations (curric 

ulum and Instruction), and outcomes. The Interview questions were 

first reviewed by the Advisor to the Manpower Training and Develop 

ment Department and one expatriate Instructor who was leaving Huffco 

Indonesia. Both suggested that an oral Introduction and/or explana 

tion be given at the beginning of each section of the Interview and 

this was Included by the researcher. The researcher also reviewed 
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the department's files and located one relevant written document—the 

job description for expatriate English teachers. 

Questions Concerning Program Goals, Organization, 
Operations, and Outcomes 

Goals 

1. Are students, teachers, and administrative staff aware of the 

program goals? 

2. Are the program goals based on a needs assessment? 

3. Do the program goals reflect worthwhile outcomes? 

4. Do the goals reflect attainable outcomes? 

5. Does a process exist for a regular review and refinement of 

goals? 

6. Is there a formal process to identify both short- and long-

term goals? 

Organization 

1. Do staff development programs exist? If so, are they ade 

quate? 

2. Are communication patterns within the organization adequate? 

3. Do personnel understand how decisions are made? 

4. Are personnel prepared for their assignments? 

5. Do adequate job descriptions exist? 

6. Do personnel find their work satisfying? 

7. Does the program organization appear to be consistent with 

the goals? 
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8. Are sufficient personnel available for their assignments? 

9. Is sufficient funding available for the program? 

10. Is there an adequate supply of instructional materials and 

equipment? 

11. Are the physical facilities adequate for the implementation of 

the instructional program? 

Curriculum 

1. Does a written document describing the curriculum exist? 

2. Is the curriculum congruent with curricular goals? 

3. Are curricular goals adequately organized into a planned 

sequence? 

1. Did all appropriate individuals participate in curricular de 

velopment? 

5. Does an ongoing process exist to identify and make needed 

changes in the curriculum? 

Classroom Instruction 

1. Was the content of the instructional materials adequate? 

2. Were the instructional methods congruent with the goals of 

the program? 

3. Did an ongoing process exist to identify and make needed 

changes in instruction? 

4. Were pre- and postassessment techniques adequate? 

Outcomes 

1. Were program goals satisfactorily achieved? 
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2. Were there only unintended outcomes? Were the unintended 

outcomes positive? 

3. Does a process exist for systematicaliy using outcome infor 

mation for program improvement? 

Procedures 

Two 1-hour confidential interviews were held with each respon 

dent. The first interview was conducted in June 1983 and the second 

interview was conducted in August 1983. The interviews were deiayed 

in order to develop trust between the researcher and those inter 

viewed, his co-workers. Respondents were interviewed privately by 

the researcher at the work site. The answers to aii of the questions 

as given by the respondent were recorded in writing. (See Appen 

dix C for interview forms.) The foiiowing persons were interviewed 

by the researcher: both administrators of the intensive Engiish ian-

guage program (the Nontechnicai Training Supervisor and the Teacher 

Supervisor, who was also an instructor) and aii of the teaching staff— 

three expatriates and four indonesians. 

Findings 

Information Concerning the Program's Coais 

1. Are students, teachers, and administrative staff aware of the 

program goals? 

As noted in the review of literature, the program originaiiy had 

two stated goais: to provide English language instruction to meet the 
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daily job-related language needs of Indonesian employees and to pro 

vide training in communication skills. However, only two out of all the 

respondents (both expatriate instructors) referred to job-related En 

glish needed to communicate with expatriates. The third expatriate 

referred to "making trainees aware of the American culture." The 

majority of respondents did not view the intensive program courses as 

related and therefore goals were limited to specific courses and not to 

an overall program. 

Two of the Indonesian respondents said that the program goal was 

to teach grammar and a third stated that the goal was to teach listen 

ing and speaking skiils. The fourth Indonesian instructor said that he 

did not know the goai of the program but that he thought that it 

"might be to teach them how to read short stories." Two of the Indo 

nesian instructors also felt that the intensive English program should 

help employees get a promotion—"the more English they can speak, the 

better their chances for a better paying job." Thus, the majority of 

instructors related goals (to teach grammar, listening and speaking 

and reading) to the specific courses offered in the program and 

described in the status description. 

2. Are the program goals based on a needs assessment? 

When asked how the program's goals were developed, all said that 

the Advisor had set the program's goals. Two of the expatriate in 

structors said that they did not know how to determine program goals 

and that that was not their job. Both of these individuals said that 

they were classroom teachers and did not want to be involved with 
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administration because they both thought administrators were easily 

fired. The third expatriate instructor said that she did not have any 

interest in goai development because that was "an administrator's job." 

Each of the Indonesian instructors asked the researcher to explain 

what a needs assessment was and how the process worked. The re 

searcher then defined a needs analysis and gave an example. All four 

of the interviewees then commented that the company needed such a 

process. 

3- Do the program goals reflect worthwhile outcomes? 

When asked if the program goals they named were worthwhile, all 

but one felt that the goals were worthwhile (one said that he did not 

know if his goal of teaching short stories was worthwhile). Three 

instructors—two expatriate and one Indonesian—added that more than 

one 6-week course was needed if the goals they named were to be 

achieved. 

I. Do the goals reflect attainable outcomes? 

When asked if the goals that they had named could be achieved, 

two expatriate instructors said yes but added that they believed that 

many employees enrolled in the intensive program did not work with 

expatriates and thus did not speak English at work. The expatriate 

that indicated that teaching culture was the main goai stated that the 

goal was attainable because "they are exposed to Americans when they 

work." The two respondents who said that the program's goal was to 

teach grammar also qualified their answers, "if the teacher teaches 

the grammar well, they will reach that goal." The respondent who 
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said that the program goal was to enable employees to receive a pro 

motion added that he knew of someone who was promoted because of 

his proficiency In English. One respondent said that he did not know 

what the goal was but that he supposed that It was to learn to read 

short stories. He added that this goal was not achieved because "they 

don't do their homework. Trainees are very lazy." 

Students were not surveyed to determine If they were aware of 

the goals as permission to survey employees was not granted. 

5. Does a process exist for a regular review and refinement of 

goals? 

6. Is there a formal process to Identify both short- and long-

range goals? 

When asked the two questions above, all respondents said no. 

Information Concerning Program Organization 

1. Do staff development programs exist? If so, are they ade 

quate? 

All of the respondents stated that they were given no In-service 

training. The Nontechnical Training Supervisor said that "we don't 

need any training because expats are all experts." All the other In 

terviewees Indicated that they wanted some type of in-service training 

program to, as one Indonesian Instructor said, "maintain profession 

alism." Two Indonesian Instructors asked If the researcher could ar 

range training. The Teacher Supervisor had been sent to the United 

States to attend a 6-week summer training program In Teaching English 
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as a Second Language. He said that "this opportunity should be given 

to one employee every year. You don't understand the language until 

you get involved with the culture." 

2. Are the communication patterns within the organization ade 

quate? 

None of the respondents indicated that they felt that their super 

visor communicated adequately with them. The Nontechnical Training 

Supervisor said that her superior "stays in his office. I find out 

that I have a report due but no one told me to do it." The Teacher 

Supervisor said that his supervisor was in her office "most of the 

time. She doesn't know what books are used or how people are teach 

ing." Six instructors commented that they had never had a teacher's 

meeting, with five viewing regular meetings as beneficial and one 

saying she did not care to attend any meetings if they were held. 

All three of the expatriate instructors commented on the manner 

in which the term's teaching schedules were prepared by their superi 

ors. All commented that they were usually given the term's daily 

teaching schedule the first day the trainees arrived for class and that 

this was not satisfactory. All three stated that they could prepare 

materials if they knew in advance what they were going to teach. All 

three of the expatriates stated that they did not want to see or com 

municate with their supervisor, one because she "is so disorganized," 

another because "she messes everything up" and the third because she 

"wants to be left alone. No one seems to know what is going on." 



64 

All four of the Indonesian Instructors stated that they had never 

been shown a copy of their efficiency report. This Indicates a prob 

lem In the organization's communication processes. All four Indicated 

that company policy required that they read and sign a copy of the 

efficiency report. One Instructor commented that "I know my rights 

and I have a right to see that report." He said that he had asked his 

supervisor for a copy but was told that his efficiency report was con 

fidential. Another said that he never saw his efficiency report but 

did not care because "I just need to know how to prepare my lectures 

on grammar." The Advisor confirmed that policy required that the 

report be read and signed. However, he said that the Nontechnical 

Training Supervisor knew the policy. "The teachers have got to get 

her to do her job properly." 

3. Do personnel understand how decisions are made? 

All of those Interviewed said that they did not understand how 

decisions were made. The Nontechnical Training Supervisor said that 

she was told what to do and not consulted. The Teacher Supervisor 

said the "decisions are just announced." One expatriate Instructor 

said that "decisions are not announced." Another expatriate Instructor 

said that "when decisions are announced, they are changed but we are 

never told that they were changed." The third expatriate Instructor 

said that she did not understand how decisions were made but that 

"the place Is such a mess I don't want to know. I just want to keep 

out of It and be left alone to teach and collect my salary." One 

Indonesian Instructor said that "when I go to ask, 1 am told to come 



65 

back later." Another said "they don't tell us anything." A third 

Indonesian instructor commented that he only wanted to prepare his 

grammar lectures, and a fourth said that he did not know how deci 

sions were made but that "this place is so disorganized that what is 

policy today is not policy tomorrow." 

Are personnel prepared for their assignments? 

The Advisor said in the interview that it was the job responsibil 

ity of the expatriate instructors to organize a program that "teaches 

job-related English communicatively. If that means writing books, that 

is what they should be doing. I'm not going to do it for them and 

they should be smart enough to figure out that that is what needs to 

be done." He also indicated that they should be training the Indone 

sian staff. "They are not doing their job. Instead of getting organ 

ized and giving training programs, they just sit around all day and 

complain." When asked if they had read their job description, the 

Advisor replied that he did not know but assumed they had. "It's 

here if they want to see it." 

The expatriate instructors, on the other hand, said that their job 

was to teach English with the books that the Advisor had purchased. 

When the researcher checked this information with the Advisor, the 

Advisor told the researcher that he had ordered the books so that the 

expatriates could "get ideas to design the curriculum and teaching 

materials." 

5. Do adequate job descriptions exist? 

Both of the administrators—the Nontechnical Training Super 

visor and the Teacher Supervisor—said that they had read their job 
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descriptions and were satisfied. However, ali of the instructors—both 

expatriate and Indonesian—said that they were never shown a job de 

scription or that they did not know or think one existed. 

The researcher located a written job description for expatriates 

while reviewing the office files of the Manpower Training and Develop 

ment Department. According to the document, the "basic function" of 

expatriates was "upgrading the English program and training Indone 

sian employees in the English language in class as well as on the job." 

The specific duties were listed as follows: upgrading curriculum, 

preparing teaching and testing material, teaching English in class, 

correcting test papers, evaluating students, consulting with colleagues 

and supervisors on student progress, consulting with national (Indone 

sian) colleagues and supervisors on the selection and improvement of 

teaching methods, and participating in teacher training seminars to 

upgrade methodology and teaching techniques. 

6. Do personnel find their work satisfying? 

The Nontechnical Training Supervisor said that she was satisfied 

because she was originally hired as a secretary and was promoted to 

become an English teacher and then the Nontechnical Training Supervi 

sor, all within two years. However, ali of the others interviewed in 

dicated that they were dissatisfied. The Teacher Supervisor said that 

he felt like a secretary and that "no one tells me what is going on 

here." All three expatriate instructors commented that the atmosphere 

at work was depressing because, as one said, "no one tells us what's 

going on." 
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All three expatriate instructors said that the most important con 

sideration was the salary and the leave period. (Instructors worked 6 

days a week for 12 weeks and then were flown—at company expense— 

to Singapore for 12 days of leave.) All three expatriate instructors 

indicated that they would not complain or make an effort to change the 

situation because they were afraid that they would be fired. All three 

reported stories they said they had heard of personnei being dismissed 

and told to leave Indonesia within a few days. As one interviewee 

said, "we don't rock the boat here." Two of the three expatriates, in 

explaining why they were dissatisfied, commented that teachers were 

reluctant to share ideas or materials they had made. All four of the 

Indonesian instructors also commented that both expatriate and Indone 

sian teachers did not communicate with each other. 

One Indonesian instructor said that he was satisfied with his job 

because it gave him a chance to teach grammar, his favorite subject. 

While the other three Indonesian instructors indicated that they were 

not satisfied with their work, they all noted that they were making 

what they considered a good salary and that they could not make as 

much money teaching in the public or private school systems. 

7. Does the program organization appear to be consistent with 

the goals? 

The courses offered—a core course teaching all language skills, 

reading short stories, a projects course, and an oral skills course 

and the commercial textbooks used in the class did not appear to the 

researcher to be directiy related to either of the two goals of 
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providing job-related English and communication skills. Commenting on 

the lack of relationship between the goals and text materials, the Ad 

visor said, "things don't look consistent and they are not." The Ad 

visor, however, felt that the expatriates "should know that this is not 

what I had in mind when I set this up. They should be writing mate 

rials. And they should know without me having to tell them." 

8. Are sufficient personnel available for assignments? 

The Nontechnical Training Supervisor, the Teacher Supervisor 

and all four of the Indonesian instructors said that the teaching staff 

was large enough. However, all three of the expatriates said that 

there were not enough teachers available because of the leave sched 

ule. All expatriate instructors, as previously noted, worked 6 days a 

week for 12 weeks and then had a 12-day break. However, as the 

three expatriate staff mentioned, all three were on a different work/ 

leave cycle. Thus, as all three noted, one teacher was consistently 

absent for 2 of the 6 weeks of an intensive program. Furthermore, all 

expatriate instructors commented that because the Manpower Training 

and Development Department offered classes in Badak (another town 

and the operational site of Huffco Indonesia), one instructor was also 

sent to Badak which had a different work/leave schedule. All three 

said that this situation not only "confused students" but that it also 

caused at least one teacher to teach all but one class period in a day. 

(Two of the expatriates also said that they had at one time or another 

taught every ciass period in a day because teachers were on leave or 

in Badak.) 
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9. Is sufficient funding available for the program? 

All those interviewed said that they were satisfied with their sal 

aries. Indonesian instructors were paid approximately $800 a month. 

The company was also responsible for housing, food, and transporta 

tion. Expatriate instructors were paid $42,000 a year salary and $35 a 

day expense money. The company also provided housing and cars and 

drivers. According to the Advisor to the Manpower Training and De 

velopment Department, he was given $39,000 for audiovisual equipment 

and $20,000 for books in 1981. The Advisor said that there were no 

plans to reduce the budget. 

19- Is there an adequate supply of instructional materials and 

equipment? 

Instructional Materials. In this geographically remote setting, 

there appeared to be an adequate supply of materials and all of those 

interviewed said that there was an adequate supply. A physical 

inspection by the researcher revealed the following. The intensive 

program was supplied with three overhead projectors, two VHS video 

players, one commercially produced English as a Foreign Language 

video series, two slide projectors with five commercially produced 

slide/sound shows, five tape recorders and one language lab with 

fifteen booths. Three commercially produced listening comprehension 

programs were available in the lab. 

Over 500 English as a Foreign or Second Language books (110 

titles) were available for classroom use. The books and tapes were 

not assigned to any specific level or course. During the interviews. 
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two expatriates stated that failure to assign specific material to a 

specific level had been a problem. As one respondent commented, one 

instructor "uses the same text at different levels. Some students are 

promoted to a higher level and end up with the same book." When 

asked if they had discussed this problem among themselves both said 

that they had but that "no one has authority to assign a text to a 

specific level." One commercially produced text series concerned the 

petroleum industry. One expatriate instructor had prepared a slide/ 

sound show on a drilling site for classroom use in the intensive 

program. 

Equipment. Again, there appeared to be an adequate supply. A 

photocopy machine was located in the teachers' office. Three other 

photocopy machines were available in another portacamp. The Man 

power Training and Development Department also had one word proces 

sor and computer operator. Each instructor had an electric type 

writer. 

11• Were the physical facilities adequate for the program? 

All those interviewed believed that the facilities were adequate. 

A physical examination of the work site by the researcher revealed the 

following. All portacamps were air-conditioned. Eight portacamps 

were available for classroom instruction and all had blackboards. Two 

others were used as teachers' offices which also held the over 500 

texts mentioned above and one photocopy machine. Another portacamp 

was used to store multiple copies of commercially produced classroom 

textbooks. The Manpower Training and Development Department also 
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had an air-conditioned library stocked with textbooks, slide/sound 

shows and videos related to the petroleum industry, especially to drill 

ing and production operations. None of these materials were being 

used by the English instructors. 

Thus far this study has examined the program's goals and organi 

zation. It will now examine the program's curriculum and will refer to 

written documents. 

Information Concerning Program Curriculum 

1. Does a written document describing the curriculum exist? 

As noted, one document, "Recommendations for an English Lan 

guage Training Program Master Plan for Huffco Indonesia," existed. 

However, it described a proposed program and not the program under 

operation and none of those interviewed were aware of it. 

2. Is the curriculum congruent with the curricular goals? 

As noted in the review of related literature, the "Recommenda 

tions for an English Language Training Program Master Plan for Huffco 

Indonesia" listed two goals: (a) to provide English language instruc 

tion to meet the daily job-related language needs of Indonesian employ 

ees, and (b) to provide training in communication skills. 

A needs analysis would determine the job-related language needs 

of employees. However, no formal company-wide needs analysis had 

been conducted. As the Advisor told the researcher in an interview, 

he felt that it was the duty of the expatriate instructors to "translate 
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the goals of job-related needs into Instructional material and communi 

cative activities." The Advisor said that It was the job responsibility 

of the expatriate Instructor to "figure out the trainee's needs." 

3- Are currlcular goals adequately organized Into a planned se 

quence? 

As there were only two goals—to teach job-related English and to 

teach communication skills—sequences was not an Issue. 

Did all appropriate Individuals participate In currlcular devel 

opment? 

As a company-wide formal needs analysis was not conducted, the 

researcher judged that all appropriate Individuals did not participate. 

5. Does an ongoing process exist to Identify and make needed 

changes In the curriculum? 

An ongoing process did not exist to Identify and make needed 

changes In the curriculum. The Advisor told the researcher that It 

was the researcher's responsibility (as part of his job) to "make the 

curriculum work. I brought you here to shake the teachers up, get 

them organized, and get them to work." 

Information Concerning Classroom Instruction 

1 • Is the content of Instructional materials adequate? 

One goal of the program was to teach job-related language. The 

content of short stories, the English for General Purposes textbooks, 

and the group and pair work activities were not related to the lan 

guage of the petroleum industry. 
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2. Are instructional methods congruent with the goals of the 

program? 

The methods of grammar explanation/translation, oral reading and 

drill work were not congruent with the goals of teaching communication 

skills. Pair and group work activities were congruent with this goal. 

3. Does an ongoing process exist to identify and make needed 

changes in instruction? 

No ongoing process existed to identify and make needed changes 

in instructional approaches. As the Advisor told the researcher, "You 

organize the others to train the Indonesians in communicative, job-

language teaching." 

Are pre- and postassessment techniques adequate? 

As noted in the status description, the placement and the end-of-

the-course test were identical. The test consisted of listening com 

prehension, grammar, reading, and vocabulary sections. The re 

searcher read the test, listened to the listening comprehension tape, 

and observed the test being administered. From this information, it 

was concluded that; 

a. There was a minimum of two typographical errors per test 

page. 

b. The grammar test section was a multiple choice format. 

Six of the questions did not have a correct answer for 

trainees to select. The reading section, also a multiple 

choice format, had three questions without a correct an 

swer. 
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c. Some sections of the test did not have directions. When 

administering the test, some instructors gave directions 

while others did not. 

d. None of the test questions referred to the oil industry in 

general or Huffco Indonesia specifically. 

e. The listening section tapes had several inaudible sections. 

Also, one voice was used for conversation representing 

two or more people. 

In addition, during interviews instructors made the following com 

ments. Three Indonesian and two expatriate instructors said that 

copies of the test had been stolen by trainees. Two expatriate and 

two Indonesian instructors said that the reading selections on the test 

(on the Great Depression and the preservation of a threatened species 

of monkeys) were culture bound, related to what the test writer was 

interested in and not related to the petroleum industry. Two of the 

interviewees said that none of the questions were about the oil indus 

try and that reading selections should relate to Huffco Indonesia. The 

three expatriates also commented that the test did not measure memo or 

report writing and did not contain an oral interview. All three felt 

that speaking skills should be included in assessment. All three of 

the expatriates and three of the Indonesian instructors said that one 

test should not determine if the trainee passed or failed a level. (The 

Nontechnical Training Supervisor and the Teacher Supervisor said that 

they had never thought about this comment. Both said that the 
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Advisor set up the system and that they, as the Nontechnical Training 

Supervisor commented, "only need to carry out the system.") 

5. Do administrators assume a major leadership role? 

Administrators did not assume a major leadership role as indicated 

by the facts that (a) teachers' meetings were not held, (b) classes 

were not observed, and (c) both expatriate and Indonesian instructors 

indicated in the interviews that they did not know how decisions were 

reached. 

Information Concerning Program Outcomes 

1. Were program goals satisfactorily achieved? 

Because communication skills and job-related skills were not 

taught, program goals were not satisfactorily achieved. 

2. Were there any unintended outcomes? Were the unintended 

outcomes positive? 

One unintended and negative outcome was the negative attitude 

expressed by (a) the Advisor toward the expatriate staff, and (b) the 

expatriates toward the administrators. These attitudes were previously 

noted. 

3. Does a process exist for systematically using outcome informa 

tion for program improvement? 

The interviews and written documents revealed no such process. 
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Phase Two of the Study—Analysis of the Impact 
of the Evaluation Framework 

Design and Procedures 

As in the deveiopment of the status description, the researcher 

recorded in a separate notebook the comments and actions of respon 

dents after the interviews had been completed. The comments were 

recorded under the names of each respondent. Second-hand comments 

were not recorded. Only comments directly made to the researcher by 

the respondents were recorded. The researcher also recorded the 

reactions of the respondents during the interviews. 

Questions Answered 

The following five questions analyzed the information collected. 

1. What problems emerged during the evaluation process? 

2. In order to avoid and/or solve these problems, what changes 

in the evaluation framework are suggested? 

3. What were the positive results of the evaluation process? 

4. Did the evaluation cause any unexpected outcomes? What 

were the outcomes? 

5. What conclusions can be drawn about the overall impact of the 

evaluation? 

Findings 

This section discusses problems encountered during the evaluation 

and possible solutions to these problems. The positive results of the 
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evaluation process are also described. Unexpected outcomes of the 

evaluation are mentioned. All comments were recorded by the 

researcher in writing. 

1 • What problems emerged during the evaluation process? 

Both problems below concerned the communication processes within 

the company and are continuations of the problems that developed 

while the status description was being conducted. 

a. The Nontechnical Training Supervisor became openly hos 

tile towards the researcher after instructors came to her 

and asked for copies of their job descriptions and effi 

ciency reports. She again told the researcher that this 

was confidential information. She added, "Remember that 

expatriates come and go but i will always be here." She 

was also resentful that the evaluator was asking her sub 

ordinates and supervisors questions about the program. 

She told the researcher that "this is my program, not 

yours. Remember that I am the boss, not you." As with 

the status description, during the interview she also 

repeatedly asked the researcher to explain or rephrase 

the question. 

b. The Teacher Supervisor went to the Nontechnical Training 

Supervisor and requested that a needs analysis be 

planned. She refused and there was a conflict between 

these two employees. (The Teacher Supervisor made this 

request after the researcher's interview with him. He 

had asked the researcher to explain a needs analysis.) 
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c. One Indonesian Instructor, who may have been influenced 

by his wife, the Nontechnical Training Supervisor, be 

came hostile towards the researcher following the inter 

views. Like the Nontechnical Training Supervisor, he 

said that the researcher should remember that expatriates 

did not make a career out of working for Huffco Indone 

sia. 

2. In order to avoid and/or solve these problems, what changes 

in the evaluation framework are suggested? 

During this phase of the evaluation framework, regular meetings 

should be held between the personnel within the organization being 

evaluated and the evaluator in order to (a) describe the stage of pro 

cess being used, (b) report on the findings (without quoting anyone) 

of the evaluation, (c) ask for comments on the findings, (d) attempt 

to resolve conflicts, and (e) answer any questions that may be asked. 

Had the researcher held regular meetings with the staff, the problems 

described above may have been solved. (When the evaluator requested 

meetings, the Nontechnical Training Supervisor denied the request and 

said to remember that she was "the boss.") 

3. What were the positive results of the evaluation process? 

During the evaluation process a number of positive changes oc 

curred in the program. These changes were a result of teachers dis 

cussing the interviews among themselves. The changes below took 

place over a 9-month period. Results a and b below relate to com 

munication patterns within the company. Results c through ̂ relate to 

changes made in the organization and operations of the program. 
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a. The very act of asking individuals the same questions and 

listening to and recording their responses was viewed by 

most instructors and the Teacher Supervisor as a positive 

change in company attitudes. As one expatriate instruc 

tor noted, "this creates a fresh and more open atmos 

phere." Another stated that the evaluation was a "good 

attempt to listen to us for a change." An Indonesian 

commented that "maybe things will improve around here 

now." 

b. Following the interviews, teachers began to talk with each 

other about the questions they were asked and the an 

swers that they gave. They also compared answers to 

see if they agreed. As one Indonesian told the research 

er, "previously we rarely spoke to one another about the 

courses or materials." 

c. The Teacher Supervisor had the placement/proficiency 

test retyped to correct typographical errors. The listen 

ing section was rerecorded. 

d. Semiregular, informal staff meetings were held between 

the Teacher Supervisor and the classroom instructors. 

(The Nontechnical Training Supervisor was informed of 

these meetings but did not attend.) At these meetings 

problems were discussed and solutions were suggested. 

e. Instructors were given the term's teaching schedules in 

advance of the first day of class. Instructors were 
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pleased by this decision. As one said, "at least someone 

is planning." 

f. The expatriates were given written copies of their job 

descriptions. They were surprised that they received 

them. Two commented that the company was opening its 

communication processes. Ail expressed surprise at read 

ing that their duties Included curriculum development, 

consulting with Indonesian colleagues on the selection and 

improvement of teaching methods, and participation in 

teacher-training seminars. 

g. The 1980 report that established the intensive program 

was distributed to the teaching staff. Two expatriates 

commented that they agreed that the program should 

teach Job-related English and communication skills. An 

other expatriate said that he would continue to run his 

class his way. No one else commented on the report. 

h. Expatriate instructors were given the same work/leave 

schedules, eliminating the problems described earlier. 

i. Expatriate instructors began to develop material that 

taught communication skills and job-related English. 

j. The Teacher Supervisor requested that the expatriate 

teachers observe and work with Indonesian instructors 

and then conduct a training seminar. Ail three expatriate 

teachers observed classes, and met with the Indonesian 

teachers following the observation. One training seminar 

was then conducted by the expatriate instructors. 
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t. Did the evaluation cause any unexpected outcomes? What 

were these outcomes? 

a. Staff conflict was previously discussed. 

b. Huffco Indonesia requested that a needs analysis be con 

ducted. Appendix F describes the needs analysis. 

Summary of Phase 1 

Design and Questions 

The researcher designed and carried out two 1-hour confidential 

interviews with the Nontechnical Training Supervisor, the Teacher 

Supervisor, three expatriate teachers, and four Indonesian teachers. 

Appendix C is the interview form. A review of department files by 

the researcher found only one relevant written document, the job de 

scription for the three expatriate English teachers. Twenty-nine 

questions gathered information about the program's goals, organization, 

operations, and outcomes. 

Procedures 

interview was the main procedure used by the researcher. The 

Nontechnical Training Supervisor, Teacher Supervisor, and ail three 

expatriates and all four Indonesian instructors were interviewed. Two 

1-hour interviews were conducted, the first in June 1983 and the 

second in August 1983. The researcher delayed the interviews in 

order to develop trust between himself and those interviewed, his 

co-workers. 
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Findings 

interviews indicated that teachers and the administrative staff 

were unaware of the stated goals of the program. None of those in 

terviewed indicated that goals they named were based on a needs as 

sessment and ail indicated that the Advisor had set the goals. All 

instructors except one indicated that the goals they had named were 

worthwhile. Most said that the goals they named were attainable. All 

respondents said that goals should be regularly reviewed and refined 

but that they were not. Furthermore, all indicated that there was no 

formal process to identify short- and long-range goals. 

No in-service training was given to the teaching staff. None of 

the respondents indicated that their supervisor communicated with 

them. All three expatriates commented that they were dissatisfied by 

the manner in which the teaching schedule was distributed. All four 

Indonesian instructors stated that they had never been shown a copy 

of their efficiency report. Ail respondents indicated that they did not 

understand how decisions were made. 

The Advisor was dissatisfied with the job performance of ail the 

expatriate instructors. The expatriate respondents said that they had 

never seen their written job descriptions. The researcher did, howev 

er, locate this document. Ail respondents, except the Nontechnical 

Training Supervisor, said that they were dissatisfied with their work. 

The three expatriate instructors felt that there were not enough teach 

ers available because teachers were on leave. All respondents indicat 

ed that they were satisfied with their salaries and that there was an 
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adequate supply of instructional materials. All indicated that facilities 

were adequate. An ongoing process to make needed changes did not 

exist. 

The content of instructional material did not relate to the lan 

guage used in the petroleum industry, instructional methods were not 

congruent with teaching communication skills. The placement/profi 

ciency test had many typographical errors. Some questions had more 

than one answer. Some test sections did not have any directions. 

The listening section tape had several inaudible sections. 

Administrators did not assume a major leadership role. One unin 

tended and negative outcome was the negative attitudes expressed by 

the Advisor toward the expatriate staff and the expatriates toward the 

administrators. 

Summary of Phase 2 

Design and Procedures 

As in the status description, the researcher recorded the com 

ments and actions of the respondents after completion of the interview. 

Only comments made directly by the respondents to the researcher 

were recorded. The reactions of the respondents during the interview 

were also recorded. 

Questions 

in order to analyze information, five questions were designed by 

the researcher. These questions concerned the problems encountered 
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during the evaluation and possible solutions: the positive results of 

the evaluation, the unexpected outcomes of the evaluation, and the 

conclusions that could be drawn about the overall impact of the eval 

uation. 

Findings 

Three major problems emerged during the evaluation process. 

First, the Nontechnical Training Supervisor, who at first was antag 

onistic towards the researcher, eventually became openly hostile. 

Second, a conflict developed between the Teacher Supervisor and the 

Nontechnical Training Supervisor. Third, one Indonesian instructor, 

who may have been influenced by his wife, the Nontechnical Training 

Supervisor, became hostile toward the researcher. Regular meetings 

among the staff were proposed by the researcher to reduce or elimi 

nate these problems. In these proposed meetings the evaluator would 

continue to describe the evaluation process, report on findings without 

quoting anyone, ask for comments on the findings, and answer ques 

tions. 

Ten positive results of the evaluation were listed and described, 

such as revision of the test instrument and distribution of job de 

scriptions. Two unexpected results were mentioned. First, staff con 

flict developed. Second, Huffco Indonesia requested that a needs 

analysis be conducted. 
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CHAPTER 5 

APPLICATION AND ANALYSIS OF THE BELLON AND HANDLER 

CURRICULUM EVALUATION FRAMEWORK: RECOMMENDATIONS 

The Bellon and Handler curriculum evaluation framework has three 

major phases: collection of information concerning the program's 

goals, organization, operations, and outcomes which together form a 

status description; analysis of the program; and formulation of recom 

mendations for improvement. Chapter 3 presented the status descrip 

tion and Chapter 4 presented an analysis of the program. This chap 

ter examines the final phase of the framework, recommendations for im 

provement. In Phase 1 of the study, 11 recommendations were made. 

All of the recommendations were implemented by Huffco Indonesia dur 

ing or after the evaluation. In Phase 2, the impact of the process of 

presenting recommendations was analyzed. 

Phase 1 of the Study: Recommendations 

1. A needs assessment should be conducted. As noted in the 

review of related literature, the Bellon and Handler framework asks 

questions concerning the educational needs assessment. Because 

"goals should emerge from the identification of existing needs," needs 

assessment is a process "which should precede the establishment of 

educational goals" (Bellon S Handler, 1982, p. 32). It was also noted 

that the Advisor stated in his interview that a needs assessment was 

not carried out before the program was established. Thus, a needs 
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assessment should be carried out and goals then set. The goals 

should also be written, made public, and evaluated on a regular basis 

(Bellon & Handler, 1982, p. 28). 

As previously noted, Huffco Indonesia did eventually conduct an 

English language needs assessment. Appendix F describes this needs 

assessment. 

2. Current courses should be reviewed after the needs analysis 

is completed and goals are determined. Appropriate changes in pro 

gram organization and operations should then be made. 

In 1986 Huffco Indonesia reviewed courses, designed new goals, 

and proposed a new curriculum. (Huffco Indonesia English Language 

Program—Needs Analysis, Curriculum Outline, Goals and Objectives, 

1986). 

3. Staff development programs should be established. As noted 

in Chapter 4, all those interviewed except one said that in-service 

programs were needed. 

As previously noted, the Teacher Supervisor requested that 

expatriate instructors observe Indonesian instructors and conduct 

training programs. 

4. Regular meetings shouid be held between: (a) the teachers 

themselves, (b) teachers, the Nontechnical Training Supervisor, and 

the Teacher Supervisor, (c) the expatriate teachers and the Advisor, 

and (d) the Advisor and the Nontechnicai Training Supervisor and 

Teacher Supervisor. 
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As noted in Chapter 4, instructors requested that regular meet 

ings be held in order to obtain information about many aspects of the 

program. All those interviewed also complained that they did not un 

derstand the decision-making process and that information was not 

disseminated. (When asked if their work was satisfying, ail but one 

indicated that it was not. The most commonly cited reason for not 

enjoying work was lack of communication.) During the evaluation pro 

cess, teachers did meet informally to discuss the interviews. 

5. Instructors should be shown copies of their efficiency 

reports. As noted in Chapter 4, this is company policy, and from the 

comments of instructors, it was evident that failure to follow this 

policy created resentment. 

Employees were eventually given copies of their efficiency 

reports. 

6. instructors should be given the term's teaching schedules in 

advance of the first day of class. As noted in Chapter 4, instructors 

stated that they needed time to prepare materials. 

Again, instructors were eventually given the term's teaching 

schedules before the first day of class. 

7. The document establishing the intensive program, "Recommen 

dations for an English Language Training Program Master Plan for 

Huffco Indonesia," should be distributed to the administrative and 

teaching staff. 

The document was distributed. 
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8. Both the Indonesian and expatriate staff should be given 

written job descriptions. As noted in Chapter 4, the Advisor said the 

role of the expatriates was to design a curriculum and write materials 

and train the Indonesian teachers. On the other hand, the expatriates 

said their job was to teach from the books ordered by the Advisor. 

The Advisor and expatriates need to agree on a job description. 

As previously noted, the expatriate teachers did begin to write 

materials and train Indonesian teachers. Job descriptions were also 

distributed. ^ 

9. Expatriate instructors should have the same work/leave 

schedule. As noted in Chapter 4, one teacher was consistently absent 

for 2 of the 6 weeks of the intensive program because the leave 

schedule was not coordinated. This disruption could be eliminated if 

teachers all took leave simultaneously. 

As a result of the evaluation, instructors were placed on the same 

schedules. 

10. The following changes should be made In the placement/ 

proficiency test: 

a. The test needs to be retyped to eliminate typographical 

errors. 

b. The listening comprehension section should be rerecorded 

to eliminate the inaudible sections. Three voices should 

be used: one for directions and two other for the dia 

logs. 

c. Each test section should have written directions. 
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d. The test should be uniformly administered. 

e. All test questions should have a correct answer. 

f. After the needs analysis Is completed and the goals are 

developed, the test should be reevaluated to determine If 

It Is appropriate as a placement Instrument. 

As noted In Chapter 4, recommendations a through e were Imple 

mented as a results of the evaluation. 

11. After the needs analysis Is completed and the goals are de 

veloped, appropriate evaluation systems should be developed to evalu 

ate student course progress. 

The 1986 report mentioned In the second recommendation calls for 

the development of a new evaluation system. 

Phase 2 the Study: Analysis of the Impact 
of the Process of Making Recommendations 

1. The fact that all recommendations were Implemented Indicates 

that Huffco Indonesia agreed that the proposed changes were neces 

sary. 

2. Recommendations which did not require approval from higher 

authorities were acted on by the Teacher Supervisor Immediately (such 

as revisions In the test). Other recommendations, relating to a needs 

analysis, required more time to Implement. Permission from higher 

authorities In the company was required and reports requesting and 

describing a needs analysis had to be prepared. 
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3. The researcher was influential in implementing the recommen 

dations but did not have the authority to implement. The Teacher 

Supervisor had the authority which he exercised. 

Summary 

In Phase 1, 11 recommendations were presented. Ten of the 

recommendations were implemented during the evaluation. The second 

recommendation was implemented 2 years later. A needs assessment 

should be conducted. Current courses should then be reviewed to set 

goals. Changes in program organization and operations should then be 

made. Staff development programs should be established. Regular 

meetings should be held. Efficiency reports should be shown to in 

structors. Teaching schedules should be given to Instructors before 

the first day of class. The document establishing the intensive pro 

gram should be distributed to the teaching and administrative staff. 

Written job descriptions should be given to the teaching staff. All 

expatriate teachers should have the same work/leave schedule. The 

placement/proficiency test should be revised in major ways. After the 

needs analysis is completed and goals are developed, this test should 

be reevaluated and new evaluation systems should be developed if nec 

essary. In Phase 2, the impact of the process of designing recommen 

dations was analyzed. 



91 

CHAPTER 6 

SUMMARY OF THE STUDY, CONCLUSIONS, AND 

RECOMMENDATIONS FOR FUTURE STUDIES 

Summary of the Study 

Because very little program evaluation research has been 

conducted concerning English as a Foreign Language programs and 

because lack of an evaluation framework may lead to serious problems, 

a need existed for a systematic and comprehensive curriculum evalu 

ation model for English as a Foreign Language programs. Thus, the 

purposes of this study were, first, to apply the Bellon and Handler 

curriculum evaluation framework to an English as a Foreign Language 

program and, second, to analyze the Impact of the framework on that 

program. 

Design of the Study 

The study was divided Into two phases. In phase 1, the Bellon 

and Handler evaluation framework was applied to the Huffco Indonesia 

Intensive English program in Ballkpapan, Indonesia. In phase 2, the 

results of the application were analyzed. 

Phase 1 of the Study 

This section summarizes the design, questions, procedures, and 

findings of phase 1 of the study. 



92 

Design 

Three sets of questions, which were designed by the researcher 

and his committee, were answered in phase 1. The answers to the 

first set formed a status description. The second set of questions 

analyzed the programs goals, organization, curriculum, instruction, 

and outcomes. The third set of questions concerned recommendations 

for program improvement. 

Questions 

Figure 1 is a summary of the questions answered in phase 1. 

The answers to these questions form a status description: analysis of 

the goals, organization, operations (curriculum and instruction), and 

outcomes of the program and recommendations for program improve 

ment. 

Procedures 

Procedures used to collect the data of phase 1 of the study were 

as follows. The following were interviewed by the researcher to 

gather information for the status description—the Advisor, Teacher 

Supervisor, and the Nontechnical Training Supervisor. The following 

were interviewed to gather information about the goals, organization, 

operations, and outcomes of the program—the Nontechnical Training 

Supervisor, the Teacher Supervisor, and three expatriate and four 

Indonesian instructors (see Appendixes A and B for the interview 

forms). 
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Status Description 

1. What Is th« background history of the program? 
2. What were the goals of the program when It was established? 
3. How was the program organized? 
4. What was the program's curriculum? 
5. What type of instructional approaches were utilized within the program? 
6. How had the program been evaluated in the past? 

Analysis of the Coals. Organization. Curriculum. 
Classroom Instruction! and Outcomes 

Coal5 

1. Are teachers, students, and administrative staff aware of the program goals? 
2. Are the program goals based on a needs assessment? 
3. Do the program goals reflect worthwhile outcomes? 
It. Do the program goals reflect attainable outcomes? 
5. Does a process exist for a regular review and refinement of goals? 
6. Is there a formal process to identify both short- and long-range goals? 

Organization 

1. Do staff development programs exist? If so, are they adequate? 
2. Are communication patterns within the organization adequate? 
3. Do personnel understand how decisions are made? 
4. Are personnel prepared for their assignments? 
5. Do adequate written Job descriptions exist? 
6. Do personnel find their work satisfying? 
7. Does the program organization appear to be consistent with the goals? 
8. Are sufficient personnel available for assignments? 
9. Is sufficient funding available for the program? 
10. Is there an adequate supply of instructional materials and equipment? 
11. Are the physical facilities adequate for the implementation of the instruc 

tional program? 

Curriculum 

1. Does a written document describing the curriculum exist? 
2. Is the curriculum congruent with curricular goals? 
3. Are curricular goals adequately organized into a planned sequence? 
A. Did all appropriate individuals participate in curricular development? 
5. Does an ongoing process exist to identify and make needed changes in the 

curriculum? 

Classroom Instruction 

1. Was the content of the instructional materials adequate? 
2. Were the instructional methods congruent with the goals of the program? 
3. Did an ongoing process exist to identify and make needed changes in instruc 

tion? 
A. Were pre- and postassessment techniques adequate? 

Outcomes 

1. Were program goals satisfactorily achieved? 
2. Were there any unintended outcomes? Were the unintended outcomes positive?
3. Does a process exist for systematically using outcome information for program 

improvement? 

Recommendations for Program Improvement 

1. What recommendations can be made to improve program goals?
2. What recommendations can be made to improve program organization?
3. What recommendations can be made to improve program curriculum? 
It. What recommendations can be made to improve program instruction? 
5. What recommendations can be made to improve program outcomes? 

Figure 1. Phase 1 Questions. 
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Prior to conducting the interviews, the interview questions were 

reviewed by the Advisor and one expatriate teacher who was leaving 

Indonesia. They both suggested that the research include oral intro 

ductions and/or explanations at the beginning of each section of the 

interview and the researcher accepted this suggestion. 

The files of the Training Department were also reviewed. Only 

two documents were relevant to the study. One recommended that an 

English training program be established. The other was the job de 

scription for expatriate instructors. 

Findings 

First the findings of the status description are presented. 

Second, the findings concerning the program's goals, organization, 

operations (curriculum and instruction), and outcomes are reviewed. 

Status Description Findings. Huffco Indonesia first taught 

English to employees in 1975. A 1980 report recommended that an 

intensive English teaching program be established to teach job-related 

English language instruction and to provide training in communication 

skills. The program was administered by a Teacher Supervisor who 

reported to the Nontechnical Training Supervisor. Seven levels were 

offered from beginning to advanced levels of proficiency. The follow 

ing daily courses were included in the Monday through Saturday pro 

gram—core, reading, projects, oral skills, and writing. Each training 

period was 6 weeks. 

The students were almost all males between 20 and 50 years old. 

They were nominated for training by their supervisors. The Teacher 
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Supervisor and the Nontechnical Training Supervisor screened the 

nominees to determine if they were nominated for the correct level. 

There were three expatriate and five Indonesian teachers. Class size 

ranged from 9 to 25 students and were held in air-conditioned porta-

camps. 

The Teacher Supervisor and the Nontechnical Training Supervisor 

did not specify the use of any instructional materials or approaches. 

The same test served as a placement and as a proficiency tool. The 

program had never been previously evaluated. 

Findings That Analyze Program Goals, Organization, Operations, 

and Outcomes. The following findings analyzed the goals, organiza 

tion, operations, and outcomes of the program. Both the teachers and 

the administrative staff were unaware of the stated goals of the pro 

gram. No needs assessment had been conducted. All teachers said 

that the goals that they named were attainable. All respondents said 

that goals should be regularly reviewed and refined. All also indicat 

ed that there was no formal process to identify short- and long-range 

goals. 

The teaching staff was not given in-service training. None of 

the respondents believed that their supervisor communicated with 

them. All expatriate teachers said that the manner in which the term's 

daily teaching schedule was distributed (the day class began) was 

unsatisfactory. All Indonesian teachers stated that they were never 

shown a copy of their efficiency report. All respondents said that 

they did not understand how decisions were made. The Advisor was 
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dissatisfied with the work done by all the expatriate teachers. 

Expatriate teachers said that they had never seen their written job 

descriptions. Because the work/leave schedule was different for each 

expatriate instructor, the three expatriate instructors believed that the 

program needed a larger teaching staff. All teachers were satisfied 

with their salaries. All teachers also believed that facilities and 

instructional materials were adequate. 

An ongoing process to make required changes in the program did 

not exist. The content of instructional material did not relate to the 

language used in the petroleum industry. Instructional methods were 

not congruent with teaching communication skills. The placement/ 

proficiency test had at least two typographical errors per page. Some 

test questions had more than one correct answer. Some sections did 

not have any directions. The listening section tape had several 

inaudible sections. Administrators did not assume a major leadership 

role. One unintended and negative outcome was the negative attitudes 

expressed by the Advisor toward the expatriate staff and the expatri 

ate staff toward the administrators. 

Phase 2 of the Study 

This section summarizes the design, procedures, questions, and 

findings of phase 2. 

Design and Procedures 

The researcher recorded in a separate notebook the comments and 

actions of all respondents outside of the interview setting. Only 
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comments made by respondents directly to the researcher were includ 

ed. The reactions of respondents during the interviews were also re 

corded. Data were recorded under the name of each respondent. 

Questions Answered 

Figure 2 is a summary of the questions answered in phase 2. 

These questions identified problems that arose during the evaluation 

and possible solutions to those problems; the positive results of the 

evaluation, the unintended outcomes of the evaluation, and conciusions 

about the overall impact of the evaluation on the program. 

1. What problems emerged during the evaluation process? 
2. In order to avoid and/or solve these problems, what changes in the evaluation 

framework are suggested? 
3. What were the positive results of the evaluation process? 

Did the evaluation cause any unexpected outcomes? What were these outcomes? 
5. What conclusions can be drawn about the overall impact of the program? 

Figure 2. Phase 2 Questions. 

Procedures 

In phase 2 of the study, the impact of the evaluation framework 

on the program was analyzed from the information provided during the 

interviews and by observing the actions taken by respondents during 

the evaluation process. Comments made by respondents outside of the 

interview were recorded in writing by the researcher. This analysis 

concerned problems that emerged during the evaluation and possible 

solutions to these problems. Positive results of the evaluation were 

also analyzed. Finally, unexpected outcomes were analyzed. 
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Findings of Phase 2 of the Study: Analysis 
of the Impact of the Evaluation Framework 

This section first examines the impact of the framework during 

the status description phase. Second, the evaluation framework's im 

pact on the study of the goals, organization, operations, and outcomes 

of the program is reviewed. 

Impact During the Status Description. Two problems developed. 

First, some instructors and the Nontechnical Training Supervisor 

viewed the researcher suspiciously. Second, the Nontechnical Training 

Supervisor did not want the researcher to review department files. In 

order to solve these problems, a preevaluation component should be 

added to the evaluation framework. Before the evaluation begins, 

evaluation should be defined by the evaluator for those employed by 

the organization being evaluated. The evaluator should outline the 

goals of evaluation. Both the evaluator and the program's personnel 

should exchange information about professional and personal matters. 

Finally, the evaluator should answer questions. 

A positive result of the evaluation process was that teachers be 

gan to talk more openly with one another. An unexpected and nega 

tive outcome was that the evaluator was unable to gain the trust, con 

fidence, or cooperation of two teachers. Had a preevaluation meeting 

been held, this problem may not have developed. 

Impact During the Analysis of Program Coals, Organization, Op 

erations, and Outcomes. Two problems emerged during the implemen 

tation of the second component of the evaluation. First, the 
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Nontechnical Training Supervisor became openly hostile toward the 

researcher. Second, a conflict developed between the Teacher Super 

visor and the Nontechnical Training Supervisor, in order to avoid or 

solve these problems, regular meetings should be held in order to 

describe the evaluation process, report findings, ask for comments on 

the findings, attempt to resolve conflicts, and answer questions. 

A number of positive changes were made in the program during 

the evaluation process involving the placement/proficiency test, staff 

meetings, teaching schedules, job descriptions, circulation of a written 

document, scheduling of leave periods for expatriates, instructional 

materials, and class observation and training workshops. An unex 

pected and negative outcome was that conflict developed within the 

organization. An unexpected and positive outcome was the Huffco 

Indonesia conducted an English language needs analysis which is de 

scribed in Appendix F. 

Conclusions 

This section discusses three sets of conclusions. The first 

relates to research procedures, the second to the impact of the eval 

uation, and the third to proposed changes in the framework. 

Conclusions Related to Evaluation Procedures 

The following conclusions were made about the interview proce 

dure, the major procedure used in this study. These conclusions 

relate to attitudes and issues. 
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1. Attitudes of personnel working in the organization being eval 

uated can change spontaneously and quickly. Following the 

interviews, most teachers and the Teacher Supervisor indicat 

ed that the company was now willing to listen to them. 

2. issues never previously considered by program staff members 

may be discussed during and after the interview process. On 

one hand, this consideration of issues can create organiza 

tional conflict. On the other hand, it can create organiza 

tional change. 

3. Personnel may check their assumptions and facts following an 

interview and this can promote more open communication with 

in an organization. 

4. An employee acting as an evaluator can create conflict within 

an organization. 

5. The role of an employee acting as an evaluator was not 

adequately defined and described for other company employ 

ees. 

Conclusions Related to the Impact 
of the Evaluation 

1. The evaluation process may cause personal conflicts which 

may adversely affect the evaluation and the program. Con 

flicts between the researcher and the Nontechnical Training 

Supervisor, between the researcher and one expatriate teach 

er, and between the Teacher Supervisor and the Nontechnical 

Training Supervisor were described in Chapters 3 and 4. 
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2. Organizational conflicts may be resolved during the evaluation 

process. For example. Chapters 3 and 4 noted that teachers 

believed the evaluation opened channels of communication that 

did not previously exist. 

3. During the evaluation process, positive changes can occur in 

the organization before formal recommendations are made. 

Chapter 4 details 10 major changes made in the organization 

as the evaluation was being conducted. 

4. Overall, the framework was efficient, effective, and compre 

hensive. 

Conclusions Related to Proposed Changes 
in the Framework 

The problems encountered during phase 1 of the study and de 

scribed in Chapters 3 and 4 may be solved if: 

1. Meetings are held before the status description is prepared. 

2. Meetings are held periodically during the evaluation process. 

These meetings should include the evaluator(s) and the appropri 

ate teaching and administrative staff of the program being evaluated. 

These meetings should describe the evaluation process, present find 

ings without directly quoting any respondent, ask for comments on 

these findings, attempt to resolve any conflicts, and answer any 

questions. 
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Questions and Recommendations 
for Future Studies 

This section contains questions and recommendations for future 

research. The answers to the questions below will assist In the 

development of a more efficient and effective evaluation framework. 

This study was conducted within the environment of a private, profit-

making company in one country. The answers to number 1 below con 

cern the applicability of the Bellon and Handler framework in a wider 

variety of English as a Foreign Language programs. 

1. Is the framework acceptable in all overseas situations? In 

which overseas situations is it most acceptable? Least accept 

able? What factors make the framework less acceptable? 

To determine the appropriateness of the framework in a variety of 

situations, the study should be replicated: (a) in other private 

profit-making company programs overseas, (b) in overseas public 

school systems, (c) in overseas government-sponsored programs (such 

as programs supported by the Agency for International Development). 

Results should then be compared and contrasted to determine the 

extent to which the framework is appropriate. 

This study suggested a number of changes in the evaluation 

framework. Question 2 below concerns these changes. 

2. What are the strengths and weaknesses of the changes in the 

evaluation framework proposed in this study? How can those 

weaknesses be corrected? 
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The study should be replicated and the Impact of the proposed 

changes in the evaluation framework on the program should be ana 

lyzed to determine their appropriateness in the other settings noted in 

number 1 above. 

Further changes in the framework may be necessary. Question 3 

below concerns these possible changes. 

3. What further changes should be made in the evaluation frame 

work when used overseas? What problems do these changes 

create? How can these problems be solved? 

Other reseach methods may be necessary in other situations. 

Question 4 addresses these alternate methods. 

4. In overseas situations, what other research methods may be 

used to study the application and impact of the evaluation 

framework? What are the strengths and weaknesses of these 

methods? Which research methods are most appropriate and 

effective? 

In this study the researcher was a foreigner residing in the 

country in which the study was conducted. Question 5 concerns the 

impact of the nationality of the evaiuator. 

5. Does the nationality of the evaiuator have a significant impact 

on the evaluation framework? is the impact positive or 

negative? How can problems be avoided or solved? 

The researcher was a company employee in this study. 

Question 6 concerns the issue of the role of the evaiuator. 

6. What are the advantages and disadvantages of the evaiuator 

being a content specialist? evaluation specialist? company 

employee? outside consultant? 
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APPENDIX A 

INTERVIEW FORM FOR THE ADVISOR: STATUS DESCRIPTION 

Name of Interviewee 

Date of Interview 

The first part of this interview is to confirm the information 
contained in the English teaching report you wrote in 1980 to the Gen 
eral Manager and also to gain some information on the organization of 
the current program. Your answers are confidential. The interview 
will take about one hour. 

Questions Concerning the 1980 Report 

1. What kind of English teaching program did Huffco Indonesia 
have before the intensive program was established? 

2. Please describe some problems created by the inability of some 
employees to effectively communicate in English. 

3. What criteria for instructional methods did you establish for 
the program? 

^1. What were the goals of the program when it was established? 
Who was aware of these goals? 

5. How did you locate instructors? materials? 

6. How did you place students into levels? 

7. How did you develop a proficiency test? How is the test 
organized? 

8. How and when was the proficiency test originally admini 
stered? 

9. When was the first intensive course held? 
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Status Description Questions 

This next set of questions will give me an idea about how the 
program is currently organized and run. 

10. Who is now in charge of administering the program? What 
are the job duties? 

11. How many class levels are there? 

12. What are the courses in each level? 

13. What classroom materials are used in each course? 

14. How are students assessed while they are in the program? 

15. What departments do students come from? How are students 
selected for the intensive program? 

16. How many students are trained each year? 

17. What is the educational background, sex, and age of stu 
dents? 

18. About how many students are in each course? Where are the 
classes held? 

19. Does a written document exist that describes the current 
curriculum? 

20. What instructional approaches are used in the classes? 

21. Has the program ever been formally evaluated? 
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APPENDIX B 

INTERVIEW FORM FOR THE TEACHER SUPERVISOR 

AND THE NONTECHNICAL TRAINING SUPERVISOR: 

STATUS DESCRIPTION 

Name of Interviewee 

Date of Interview 

This Interview Is to give me some general Information concerning 
how the Intensive English program Is currently organized. This Inter 
view will take about forty-five minutes to one hour and your answers 
are confidential. 

1. Who Is now In charge of administering the program? What 
are the job duties? 

2. How many class levels are there? 

3. What are the courses In each level? 

4. What classroom materials are used In each course? 

5. How are students assessed while they are In the program? 

6. What departments do students come from? How are students 
selected for the Intensive program? 

7. How many students are trained each year? 

8. What Is the educational background, sex and age of stu 
dents? 

9. About how many students are In each course? Where are the 
classes held? 

10. Does a written document exist that describes the current 
curriculum? 

11. What Instructional approaches are used In the classes? 

12. Has the program ever been formally evaluated? 
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APPENDIX C 

INTERVIEW FORM FOR THE TEACHER SUPERVISOR, NONTECHNICAL 

TRAINING SUPERVISOR, AND CLASSROOM INSTRUCTORS: 

ANALYSIS QUESTIONS 

Name of Interview 

Job Title 

Date of Interview 

These two interview will provide me with information concerning 
four major areas of the intensive program: the goals of the program, 
how the program is organized, a description of the curriculum and 
classroom instruction and the outcomes or the results of the program. 
These two Interviews will each take about an hour and your answers 
are confidential. 

These questions concern the goals of the program. 

1. What in your opinion are the goals of the intensive program? 

2. How were these goals developed? 

3. Do you think these goals are worthwhile? 

4. Can these goals be achieved? 

5. Are these goals regularly reviewed and refined? 

These questions concern program organization. 

6. Do any in-service training programs exist? Do you think 
they are adequate? 

7. Do you feel that your supervisor communicates adequately 
with you? 

8. Do you believe that you understand how decisions are made? 
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9. Do you have a written job description? 

10. Are you personally satisfied with your job? 

11. Do you think the department has enough staff members? 

12. Do you think there is enough money available to conduct a 
successful English teaching program? 

13. Is there enough instructional material available to you? 

11. Are you satisfied with the physical facilities? 

The next set of questions concerns the program's curriculum. 

15. Do you know of any written curriculum document? 

16. Do you believe that the goals are logically or sequentially 
planned? 

17. Do you think everyone who should have participated in 
developing the curriculum did participate? 

18. Does a process exist to change the curriculum? 

The next set of questions will give me some information about the 
instructional processes used in the intensive program. 

19. Are the subjects in the textbooks adequate? 

20. How do you teach each of the following classes: Core, 
Reading, Projects, Oral Skills? 

21. Do you assess students when they enter your class? How? 

The last set of questions is about the outcomes of the program. 

22. Do you believe that the goals of the intensive program are 
satisfactorily achieved? 

23. Did you notice anything happen during or at the end of the 
program that surprised you? 
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APPENDIX D 

THE NEEDS ANALYSIS 

A major recommendation of this study presented in Chapter 5 was 

that an English language needs analysis be conducted. An unexpected 

and unintended result of the researcher's study was that Huffco 

Indonesia requested that such a needs analysis be conducted. This 

appendix describes the needs analysis conducted by the researcher for 

Huffco Indonesia and its findings. 

A Manpower Pianning and Deveiopment Taskforce was established 

by Huffco Indonesia in May 1985. The researcher was reassigned by 

Huffco indonesia from the Manpower Training and Development Depart 

ment to this taskforce. Five assumptions were outlined in "A Plan for 

an English Language Needs Analysis and Language Learning Program 

Evaiuation for Huffco Indonesia" (1980, pp. 2-3). 

1. Any program shouid be based on clearly defined needs. 

2. Program goals should be based on a needs analysis. 

3. An Engiish language teaching program shouid teach the 

English required by employees to efficiently perform daily 

work assignments. 
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4. The success of an English language training program should 

be determined by the following: 

a. The degree employees successfully perform their daily 

work assignments. 

b. The employee's ability to achieve a sufficiently high test 

of English as a Foreign Language (TOEFL) score to qual 

ify for overseas training. 

5. English language performance standard should be based on a 

needs analysis and clearly defined goal statements. 

The researcher interviewed 58 Huffco Indonesia personnel. These 

personnel represented all of the 23 departmental sections in 

Balikpapan, Badak, and Jakarta. All department chiefs and section 

heads were interviewed as well as all expatriate advisors to Huffco 

Indonesia who were at a management level. In addition, each inter 

viewee was asked if there were other personnel in his department who 

should be interviewed (see Appendix F, "Summary of Personnel Inter 

viewed in the Needs Analysis," for a list of personnel interviewed). 

A set of interview questions was designed by the researcher to 

determine the English language needs of Huffco Indonesia employees as 

they performed their daily responsibilities. The questions elicited the 

following information: job-related listening and speaking activities, 

job-related reading activities, and job-related writing activities (see 

Appendix C, "Interview Form for Needs Analysis," for the interview 

form). These questions were reviewed by the Chief and the Advisor 

of the Manpower Planning and Development Taskforce and revised. A 
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memorandum was sent to all department managers outlining the proce 

dures for conducting the needs analysis. All managers In Jakarta, 

Balikpapan, and Badak were contacted by phone and appointments were 

scheduled. Because of the work/leave schedules of employees In 

Balikpapan and Badak, three trips were scheduled to both of these 

areas. The Interviews were conducted In private In the employees' 

offices and responses were recorded In writing on separate sheets of 

paper by the researcher. The Interview questions and answers were 

then attached together. Responses were grouped—department by 

department—under three headings: job-related listening and speaking 

activities, reading activities, and writing activities (see Appendix E, 

"Departmental Summary of Findings of the English Language Needs 

Analysis for Huffco Indonesia," for a summary of the results). 

The results of the needs analysis (Appendix F) were distributed 

through the company mall system to all those who were Interviewed. 

The researcher then contacted, by phone or personal meeting, each 

Individual who was originally Interviewed. They were asked If the 

Information was correct. In four cases the researcher had recorded a 

journal name Improperly. In more than half of the other cases the 

interviewee added more Information. The final results were then dis 

tributed through the company mall system to all those Interviewed. 

Nonmanagers and supervisors were not Included In the survey because 

of time limitations Imposed by the Manpower Training and Development 

Taskforce; the cost of travel between Balikpapan, Badak, and Jakarta; 
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and the different work/leave schedules of Badak personnel (14 days on 

work site and 10 days leave). 

Analysis of the data identified the following English language 

needs; 

1. All departments except Human Resources and Development and 

the Community Center required employees to read some type of manual 

in English. The manuals included company procedures manuals and 

commercially produced technical manuals. 

Twelve departments or sections identified 28 professional English 

language journals that should be regularly read by employees. In 

addition, employees in Logistics (Local Purchasing) needed to read and 

understand advertisement literature. 

2. All departments required some employees to write memos and 

reports in English. 

Outside of routine memorandums the following specialized writing 

needs were identified during the interviews: 

a. Internal Audit—Report subjects were confidential and thus a 

separate class was requested by the department head. 

b. Administration—Written summaries of the weekly management 

meeting had to be prepared. 

c. Finance—Procedures manuals had to be maintained. 

d. Engineering and Design—Graphs and charts must be explained 

in writing. 

e. Contracts—According to Indonesian law, contracts must be 

bilingual. 

f. Exploration—Specialized geological reports must be written. 
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Twenty of those interviewed indicated that they were spending 

what they considered as too much time writing or editing reports and 

short memorandums for subordinates. Fifty-six said that this was 

costly to the company as it reduced the time available for managers to 

perform their duties. Thirty-five said that the inability to organize a 

report or memorandum was a problem and when asked what the major 

problem was, 25 said it was writing in circles or not coming to the 

point and 10 said they could not think of why at the moment. Forty-

one said that employees used too many flowery words and phrases. 

Forty-eight said that the grammar was so below average that they 

could not understand the message. All individuals surveyed said that 

as long as Huffco Indonesia was associated with expatriates, English 

should remain the written language of company communications. 

3. In addition to mentioning general work-related discussions 

between expatriates and Indonesians, the following specialized oral 

language needs were identified by interviewees. 

a. Exploration and Engineering—Oral presentations were given to 

professional organizations and International Joint Venture 

(IJV) management meetings. 

b. Internal Audit—Personnel orally communicated with noncom-

pany auditors. 

c. Exploration, Civil Construction, and Drilling (Field)—Company 

radio operators communicated with expatriates in English. 
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APPENDIX E 

DEPARTMENTAL SUMMARY OF FINDINGS OF THE ENGLISH LANGUAGE 

NEEDS ANALYSIS FOR HUFFCO INDONESIA 

Intormntton Systems 

Section Job Related Listenlnq/Sceakini Job Related Readlhq Activl-
Activities Ues 

Ail positicns ccmnunicace witn Meno, report, telex, 
expatriates in Intormacion tecnnical manuals, tecnnicai 
Systems ano witn end users. Journals. 

Buman Resources and Develcpnent 

All positions ocnnunicate witn 
Ructco expatriates. 

All positions ccnmunicace witn 
Aiftoo expatriates. 
Many camunicatc witn external 
auditors. 

Training (orocnures, 
announcements); Training and 

Developnent Journal, 

International Management 

Finance 

Financial procedures manual. 
Journal o£ Accountancy. FASB. 

Adnnistratlon 

Relations (PuPiip^Govecrmnt 
Relations Supervisor); General 
Services Coordinator ootn 

comunicate witn expatriates 

Administration Services 
(nousing, transportation, 
otflce services);Tvo journals 
should be read but are not 

currently available: 
Aoninistratlon Management 

ano Management. 

Job Related iirlcing 
Activities 

Memo, report, telex, system 
oocunentaticn reports, 
status reports. 

Memo, FOrmeuities (special 
reports witn statistics, 
urgency letters about wor)t 
permits ot appeal letters 
on worx permits); Relations 

(requests tor approval or 
policy-cbange); Ompensa-
tlon (annual salary, survey 
report, xcntniy suimary 
report oti salary). 

Reports (monthly, tinanciai, 
special project); maintain 
procedures manual; monthly 
report, financial. Treas:^ 
writes proposals, replies 
to IJV questions. 

Hontniy report, preparation 
ot minutes on weeuy 
management meetings, 
announcements. 
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Intecnal Audit 

Section Job Related Listening/Spea)dng Job Related Reading Aetivi-
RetlTities ties 

Many cnployees comunicate with Contracts; all procedures 
external auditors manuals: The Internal 

Auditor; auoitiiu reterence 
booRS; ccnputer manuals. 

Oiguieeclng and Design 

Ml etployees cormunicate with Procedures manuals,technical 
Huftco expatriates ana booKs, iruividual 
consultants. subscriptions to Chemical 

Engineering, Pioeiine and- . 
Gas Jourirai, Hydrocarbon 
Processing, Journal of 

Petroletn Technology. 

Engineering 

OrM presentation to UV Oil and Gas Journal, Horld 
(Lead engineers) OH, Petroletn Engineer, 

Drilling Engineer 

Logistics 

Ml section heads (Procurenent; Procedures manuals, contracts 
FOmalities/Shlpping; Kateriai/ Oil and Gas Journal, news 
Inventory;CDniiunieacions/ letters, computer maruais, 

ClecCronics;Planning/Procedures/ sultiscocx manual. 

Mninistration) and one stafi 
tixx:tion (Export licensing) 
cormunicate with expatriates. 

Job Related Mritlntf 
Activities 

Henro, telex special project 
reports, quarterly reports. 

R>ur head engineers -
mecnanicaai, electrical and 

instninentation, civil and 

process - write monthly 
reports; test run reports; 
proposals! justifications. 
Technical'reports contain 
graphs. 

Hontnly reports. Project 
reports, IJV reports, Meli 
conpietion reports, 
Eoonouc justltications 

Plannlng/ProcedureV 
Administration Coordinator 

writes biweexly report for 
logistics; contracts; 
procedures; job descrip 
tions; Proposals; project 
evaluations. 
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DciJLling 

Section Job Related Listening/Spealclnq 
Activities 

Digineers comunicating witn 
expatriate Managers, 
Supervisors, Senior Oigineers. 
Digineers coimmicate 
with expatriates in Geology, 
Production Engineering as well 
as expatriate service ccnpany 
and vendor sales representa 
tives. Bigineers - all vendor 
training progiaia such as 
drilling tluid technology, 
electric logging technology and 
interpretation, downhole 
drilling tools technology, 
cementing and tracing tech 
nology, Cormation testing tech 
nology, directional drilling 
technology are in Ehglish. 

Drilling msterials technicians -
conmjnicate with expatriate 
vendors, Huffco Bigineers, 
Superintendent. 
- act as liason between expat 
supervisors and 
Logistics (wharehouse and 
procurement). 

Drattsnen, clerica (technical) -
ccnminlcate witn expatriate 
engineers, superintendents. 

Secretaries - comiunicate with 

expat managers, superintendents, 
engineers, vendor service com 
panies by pnone and in person. 

(Balll({a(ian OCCloe) 

job Belated Beading 
Activities 

Engineers - all technical 
reports, technical papers, 
manuals (service conpany tech 
nical manual, Huffco and lOOC 

drilling manuals, conputer 
instruction manuals) daily 
drilling reports; 

Drilling materials technicians 
- correspondense from vendors. 
Logistics (procurement), 
goverranent regulations. 

Clerks (technical) reorganize 
drilling report data onto 
coipleticn report forms. 

Oraftsnan - none. 

Secretaries - should read wnat 

they type and proof their own 
worlc. 

Job Belated writing 
Activities 

Engineers - drilling 
prograns, engimasring 
reports, memos. 

Drilling materials 
techniciwts - memos, 
material-requisition forms. 

Clerks (technical) -
reorganize drilling report 
data onto ccnplctlcn 
report forms. 

Drattsman - none. 

Secretaries - should read 

they type and pmt their 
own work. 
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Ptoductlon 

Section Job Belated LjJteninq/Spealdin 
Activities 

Engineers and Supervisors 
conminlcate wltn expatriate in 
PToouction, facilities 
Engineering, ail sections of 
Haintenance and Haintenance 

Service coipany representatives. 

lioss Prevention 

Group leaders, assistant group Junior Staff and group leaders 
leaders oonnunlcate with expa read National Fire Code (NFC) 

Job Belated Wrltiin 
Activities 

Daily and monthly reports 
by production englneeing 
and operations enployees. 
Sunnary-of-meetin^ and 
safety reports are also 
written (Supervisors rotate 
in writing these reports). 

Junior Staff prepare 
reports (inspection, 
accident) fire, monthly, 
translation of police 
reports). 

Dtgineers drilling 
program proposals, report 
on events; tool pushers 

fill in drilling report 
form; driller and tool 
pusher - fill in toor sheet 
or shift report; drill tool 
Shop supervisor - prepare -
reports (progress, person 
nel, payroll. Inventory). 

triates in Drilling and 
Maintenance. 

Toolpushers, Rig Engineers 
caimmicate with superinten 
dents by radio phone. 
Drillers, tool pushers, rig 
engineers oonnunicate with 
expatriates at site. This 
includes expat services 
specialists - cenenting, 
electric logging, fxsning tool, 
others. Drill Tool Shop 
Supervisors - expatriate 
superintendents; engineers by 
radio/telex drill tool'shop 
expediters - expat 
superintendents; engineers 
by radio and telex; 
drill tool snop cleidcs -
expatriate sup«intendents. 

Job Belated Beadlns Activl— 
ties 

Superintendents, Head 
Supervisors, Senior Super 
visors, Supervisors, Assistant 
Supervisors read menos/ 
reports, equipnent operations 
manuals, Drocnures on new 

equipment, trade journals such 
as Oil and Gas Journal, world 
Oil, Petroleun Bwineerinq, 
Production and Tectmolooy 
Journal, Ocean Industry and 
electrical, metallurgicail, 
mecnanical and cnenical 

journals. 

as reference. 

Occupational Safety and Health 
(OSHA) leaflets, Huffco'safety 
Manual. 

Safety Digineers - technical 
reports. Oil and Gas Journal 

Drilling (Field) 

Toolpushers, drillers -
drilling report; Ruftco 
drilling manual (one on every 
-rig). (lOOC) International 
Org^zational Drilling' 
Contractors manual; drillers 
read instructions on memo 

pinned up on wall if 
written oy expat; 
engineers-drilling manual, 
technical data on drilling 
procedures, specialized 
tools and services; drill 
shop supervisors - reports, 
memos: drill tool snop 
supervisor equipment manuals. 
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BALIKF!M>MI 

ExploratJuoo 

Section Job Belated Ustenlno/Spealdjtf 
Activities 

Job Belated Beading Activi 
ties 

Job Belated Ifciting 
Ac^vitles 

Junior Geologists ccRnunicate 
wltn expatriate service confiany 
contractors and Ruttco expatria 
tes in Drilling, engineering. 
Operations, Production. Oral 
presentations to pxitessional 
organizations. 

lAGI, U3>N, UEA, AAPG, SGG, 
Journal of Petrolem Techno 

logy, Oil and Gas Journal, 
Societ7ot Professional Well 
Log Analysis, Bulletin ot tne 
Geological Society ot 

Halaysia, technical reports. 

All geological studies and 
well proposals. Daily, 
weeJtly, nontniy, annual, 
biannual reports. 

Civil Oonstructlon 

Oo-ordinators conminicate In 
field witn expatriates in Civil 
Construction and ranagers; four 
location construction supervi 
sors coRKunicate witn expatria 
te drilling supervisors. 

Senior Engineers - ASIM 
standards, specifications. 

Contracts (BaliJcpepen and Jakarta) 

Section Job Belated Listening/Speaking 
Activities 

Job Belated Beading 
Activities 

Job Belated Writing 
ActivitiS 

Oomiunlcate with expatriate 
consultants, contractors, 
HufEco Indonesia aanagenent. 

Procedures nanuals, con 
tracts, clerks file in 
English, Guide to Oontracts 
System. 

Three types of sontmy 
reports sutnutted ey co 
ordinator: EKKA (drafted 
by SASF clerk), aianagen«nt 
(drafted by coordinator) 
and intenuLl (dratted by 
coordinator); memo; telex 
to JE3i and contractors; 
letters to contractors 

and govermient; contract 
scope of work. 
Oontracts ncM to be 

bilingual. Translation 
policy not yet set by 
Buftco Indonesia. 
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Section Job Related Listeninq/Speakinq 
ActlTlcies 

Uarehouse Discussing prooiems over phone 
witn expatriate ena-users( re 
quests from expatriate en^ 
users at the tarehouse; radio 
connunication witn expatriates 
at rigs. 

Transportation Discussing problems with expa 
trlates over tne phone; load 
master discussing procedures 
with expatriates. 

Local purciiaslng Communicates witn expatriate 
end-user. 

Customs Communicates with arriving 
expats at airport, discussing 
personal effects problems. 

Mechanical Ccnnunicates witn expatriate 
supervisors. 

Electrical/Ins- Connunicates witn expatriate 
tcunentatlon supervisors. 

Corrosion Lab ccnnunicates with expa 
triates in drilling, 
contractors. 

togistics 

Job Related Reading 
Activities 

Procurement manual, memo, 

telex, catalogs, manuals 
(operating, computer, 
multistocfc) 
In process of writing pur 
chasing conputerized systems/ 
manual. 

Memo, telex. 

Memo, telex, books on pur 
chasing, catalogs. 

Memo, telex. 

Maintenance 

Memo, manual. 

Code manuals In pipeline and 
welding, technical drawings. 

Bulletins, journals, books. 

Job Related Mrltinq 
Activities 

Memo, monthly report, telex 
to Singapore, Jakarta, US; 
contracts. 

Mono; daily, weekly, 
monthly reports (progect 
justification, accident); 
operating- schedules; 
contracts. 

Memo (dally, weekly, 
■ontniy, revised delivery, 
incorrect materials, design 
changes, discrepancy, 
damage); forms (purcdiase 
orders, material requisi 
tions) ;CVerages, 9)crtages, 
and Damages (OED) terms, 
catalogs, brochures. 

Telex to Singapore and 
Jaicarta; procedures 
reports; contracts. 

Reports. 

Reports. 

Oie junior englrMer, two 
supervisors write reports,
special studies reports on 
engineering assign^ on 
unscheduled basis. 
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Medical 

Section Job Related ListenIng/Spealdnq Jt^ Belated Beading Activi 
Activities ties 

Over 100 textbooks in 

Diglisn. 
Doctors listen to symptons. Nurses and doctors read 
Following videos available but medical marts. 

not used by doctors - Following journals available 
toxicology, toxic snocx, to clinic out not 

syndrone, batecemic snooc, currently read by 
emergency room management and doctors - Jama, Medical 
acute managenent, magor bums, Progress, Medical Digest, 
minor bums. Following casette Norm American Medical 

tapes and books available but Journal (12 in a series). 
not used by doctors ; an elgnt Over 40 journals are received 
volune series each containing by Medical Advisor montlUy. 
SIX listening tapes. EOurty to titty key medical 
Ml statt ccmmunicate with articles are sent by Houston 
expatriate Medical Advisor. to toe Medical Advisor. 

Following manuals are in 
English:x-ray, spectro-
pnotoneter, spircmeter, EKG, 
literature on new eguipnent 
and medicines. Pitteen newly 
ordered itons ot medical 

eguipnent nave mglisn 
manuals. 

Employee Relations 

Expat Affairs, personnel. Superintendent,Section Heads, 
Formalities camunicate with Administrative 

expatriates, often answering and Clerks read personnel 
questions over tne pnone - policy guide. 
Placement and Development 
Section need contacts 

expatriates in otner departments 

about vacant positions and 
planning. 

(kxmunity Center 

Life guards,baroer,t>eaucician, Kitchen statt and barten 

recepitionist, casnier.Waiters, ders read recip>e books. 
bartenders, bowling alley 
workers employees all 
ccRRunicate witn exp>acriates. 

Job Belated Writing 
Activities 

Monthly report written by 
clinic actninistrator; 
accident reports; 
Annual Review ot Medical 

tacilities by-Consulting 
Medical Director, 
Dr. B. Flanz; 
Ml extranational reterals. 

Section Heads (Qcpat 
Mtairs, ODnpensation, 
Placement and Development) 
and Superintendents write 

montniy report and memos. 
Secretary writes routine 
menos, telex, asking air 
tare quotations, medical 
intoimation, malting reser 
vations, asking about leave 

request status. Placement 
and Development Section 
head writes recruiDwnt 

progress reports and report 
to DQ1 and VP on recruitment 

ot nationals in tne OS. 

Administrative Assistant 

writes nontnly report and 
weekly report;letters to 
club memoers, hotels and 

venoors;memas 



125 

APPENDIX F 

SUMMARY OF PERSONNEL INTERVIEWED 

IN THE NEEDS ANALYSIS 

Jakarta (18 interviewees) 

1. The heads of the following departments were interviewed. 

Information Systems, Human Resources and Development, Finance, 
Administration, Internal Audit, Engineering and Design, Engineer 
ing, Logistics 

2. The heads of the following departments referred the researcher to 
one other individual in their department who was then inter 
viewed. 

Information Systems, Finance, and Logistics 

3. The expatriate advisors to the following departments were inter 
viewed. 

Information Systems, Human Resources and Development, Finance, 
Administration, Internal Audit, Engineering and Design, Engi 
neering 

Balikpapan (m interviewees) 

1. The heads of the following departments were interviewed. 

Exploration, Civil Construction, Contracts, Medical, Employee 
Relations, Community Center 

2. The heads of the following departments referred the researcher to 
one other individual in their department who was then inter 
viewed. 

Exploration, Civil Construction 

3. The head of the Medical Department referred the researcher to 
two other Medical Department personnel. 

3. The expatriate advisors to the following departments were inter 
viewed. 

Exploration, Contracts, Civil Construction, and Medical 
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Badak (26 interviewees) 

1. The head of the Logistics Department and the chief of the follow 
ing sections were interviewed. 

Warehouse, Transportation, Local Purchasing, Customs 

2. The chief of the Warehouse Section referred the researcher to two 
other warehouse personnel. 

3. The head of the Maintenance Department and the chief of the fol 
lowing sections were interviewed. 

Mechanical, Electrical/Instrumentation, Corrosion 

4. The head of the following departments were also interviewed. 

Production, Loss Prevention, Drilling (Field), Drilling (Office) 

5. The head of the Production Department referred the researcher to 
three other employees. The head of the Drilling (Field) and 
Drilling (Office) each referred the researcher to two other 
employees. 

6. The expatriate advisors to the following departments were inter 
viewed. 

Electrical/Instrumentation, Corrosion, Drilling (Field), Production 

Total Huffco Indonesia Personnel Interviewed: 58 



127 

APPENDIX C 

INTERVIEW FORM FOR NEEDS ANALYSIS 

Name of Interviewee 

Department and Job Title 

Date and Place of Interview 

As you know from company memos and our phone conversations, 
the Manpower Planning and Development Taskforce is conducting a sui— 
vey to determine the English language needs of Huffco Indonesia 
employees. All departmental managers, section chiefs, and expatriate 
advisors are included in the survey. This interview will take about 
30 minutes and the results are confidential. You will not be quoted by 
name in any report unless you want to be. 

1. About how many personnel in your department/section use 
English—speak it, read it, or write it—on a regular basis? 

2. What job positions are required to speak regularly with expatriate 
advisors? 

3. Who else might your subordinates speak English to? 

4. What specifically do your subordinates need to read in English? 

5. Are there any professional journals that are read? That should 
be read but are not read? 

6. What specifically do your subordinates write in English? 

7. Do you spend much time editing or rewriting your subordinates' 
memos and reports? What are some of their major writing prob 
lems? 

8. Is there anything you would like to add? 

9. is there anyone else in your department you think I should speak 
to? 
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