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The advlsor spent the period Jénuary 11 - Febrﬁary 1, 1977, in
the Arab Republic of Egypt, uander the sponsorship of the United States
Agency for Iaternational Development, :urveyiag the manpower plaaaning
and information systems relevaat to Ceéhaical aducatioa aad vocational
trainfng programs. The specific terms of referenca for the assigﬁmaht

were as follows:

Determine the present adequacy of data collection and
analysis for planning and implzmeating vocational

training programs. Make recommendations fer strengthen-

ing the manpower-planning system, especially as it relates
to planning and implemanting present and projected techaical
and vocational education programs. Review the manpower
needs analysis section of the MOHAR Training Agency

project planning.

The advisor carried out these terms of reference in the context of

the interests of the Advisory Cougcil on Technical Edugation and Mangowaf

Development (Ministry of Education) uader the geheral direction of its

chairman, Dr. Hassan Ismail. The implemeatatien of such broad terms of
reference in a three-week period required that the advisor rely heavily.
on the experience and ideaé of the members of the Advisory Coungil as |
well as numerous other éovetnmenc and private observers of the Egyptian
manpowver scene. The advisor, thérefore, would like to express his
apprecfation to all those who willingly shared their experienre with
him and responded to his questions patieatly and frankly. As a result
of their collective experience, the advisor was able to géin in;ighcs

1/

fato the Egyptian manpower and vocational trainingﬁ systems which

1/ For coavenfeace, throughout the remafader of this report the term
"vocational trainfag” is used to iaclude "technifcal educatica.”
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othefw;se would not have beea possible. They 5rh, of course, not
responsible for any errors aad misinterpretatioas oa the part of the
advisor. The advisor would like to ~xpress his special gratitude to
Dr. Hassan Ismail, Chairman cf the Advisory Council, for his jinvaluable
support and guidance in carrying out Lhis assignmeat.

In view of the brief period speat in %gyp%, the advisor has not

attempted to propose detailed solutions to specific problems. Such

solutioas will have to evolve from an overall strategy that takes into

account fastitutional factors and}econpmiqrconquaiq;s. What has been

B S

_attempted is to identify, from the perspective of an objective cutside

observer, major planning and information obstacles to developing a more
effective vocational traianing system and suggest some fnitial actions
that might be taken to begin resolving them.

I.

Challenges Faciagz Egyptiaa
Vocational Training.

Because of the Uaited-Arab—Republic's large population ia relation
to physical resources and the rapid rate at which {ts populatioan is
growiag, the developmeﬁt and utilization éf its human resources'must be
the cornerstone of aay economic development strategy. Egyptian leaders
have loag recognized the importance of education and, at considerable
sacrifice, Egypt has devoted sigaificant resources to the development
of its educational system. Substantial progress has alse been made

over tha years in building a vocational trainiag capacity in Egypt. .



At the present time, approximately 380,000‘pon3 people are earglled

in the secondary techaical traiaing programs of the Ministry of Educattodgl
and approximately 80,000 in the scc:ndiry techaical educationa programs

of the Ministry of Higher Educationa. Vccatipnal trataing also is provided
by a number of other Ministries, such as the Mialstries of Industry and
Mineral Resources,glﬂousing and Recoastruction, Social Affairs, and
Agricul;ure.

Nevertheless, much remains to be done. Demand for well-trained
workers continueg to exceed supply by important margins 1n several skills,
particularly in construction. (Indeed, in coanstruction, skill shortages .
may constitute a severe constraint on the achievement of construction |
targets in future years.) 1In additioq, the increased efficiency of.the
industrial and commercial sectors of the econcmy implied by fhe “"Open
Door Policy" ﬁill require more and berter trained workers. |

The Egyptian Goverament intends to collaborate with tﬁe World Bank

over the next two and one-half years in a project to increase the

magnitude and quality of vorational training. The total cost of thi-

2/ Distributed approximately as follows: Commercial 236,000,
Agricultural 40,000, Industrial 102,000,

3/ The development of this Ministry's apprenticeship traiaing pivgaam
represents the investment of significant resources in vocational training.
Betwaen 19?&:1(1 1970, approximately $50,000,000 was expended on the
butlding o apprentiéeship and related programs. Of this total, about
$2,500,000 was coatributed by the International Labor Organization
primarily for 1,573 man moaths of technical assistance supplied by

71 advisors. Approximately 25,000 individuals profited from these
programs aaaually during the 1954-1970 period. v
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: ‘ 4/ .
project will be approximately $54,000,000. But, despite the substaatial
inflow of resources represeqted by the World Bank Loan (:pproximately
$25,000,000), total resources avaiia>iz to expand and irprove vocatioaal
trainiag in the futurza will be exctrzaely limited (relative to ncads)
becausa of financial requiremeats for reconstructioa, military preparedneés,
and urgent social investment (e.g., in housing). It is, therefore,

imperative to improve the cost exfectiveness of vocational tratntno.

—

— e —

The existing structure and methods of vo;ational traininz need to be
re-examined and, for each skill, the costs and benefits of various

training alternatives carefully studied. Vocatloqal tra\nlng must be

more closely coordinated with the needs of the labor market. Aand, since

e e e e v
e e mre e i e

vocational training is not an end in itself, greater care must be taken

r

Y el
- that g&asufate of trafaing programs are allocated to areas w!ere they

are most needed and that they, and all workers, are employed productively.
In essence, therefere, vocational training needs to be viewed as ouly
éne policy instrument, albeit one of the most important,'for achieving

greater productivity and its success measured by jits impact on the labor

market, not primatily by the numher of trainees graduated. The achieve-

ment of a more effective vocational training system will require careful

planning, ar appropriate organizationa structure, good information,

efficlent managemaat, and dispassionate evaluatioa of results.

4/ Seec, Appraisal of an Education Project {2 the Arab Republic of C)ypt;-
World Bank, January 28, 1977 ( Report No. 1285-EGT).
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II1.

Requirements for Strengthening
Egyptian Vocatioaal Training.

Therc are sevaral major obstacles th.:it need to be overcome ia
order to improve the planning and operation of the vocational traialng
system.

V(i) The lack of a comprehensive manpower policy. There is no

compreheasive strategy for the development of Egyptian
human resources. ‘Without such a strategy, widely knowa
and accepted, it is difficult to develop plans fbr fndi-~
vidual programs that relate such programs to common goals.

l/(2) An inadeguate manpower information base. The analysis

of the Egyptian manpower situatioa and, therefdre, formu~ -
lation of appropriate policy is made difficult by the
paucity of relevaat information and analysis. For example,
maay planning decisions concerning vocat’onal training,
both at the naglonal éolicy level and at the operating
program level, seem to be made without sufficieat under-
standing of the implications of various alternatives.

Nor are information flows adequate for managing and evalu-

ating programs.

Y/k3) " Poor coordiaation of the decentralized vocational trafaing

structure. The decentralized vocational training system
is not adequately coordinated exterxnally with geaeral °

manpower goals or internally amoag traininag organizatioas.



Coatact betwaesa trafners aad employers is inadequate.
Resources are not sufficieatly interchangeable amoag
programs.

A. Daveloping a Geaaral Strategy for Strengthening
Vocatioaal Traianing.

Many of the issues facing managers of the vocatioxal training
system ;re extrémely complex. Ian addition; the deceatralized structure
of both the manpower planning and training systems gequires that actioas
to streangthen the Government's ability to plan and implement its voca-
tional training system will need to influence a number of~§rganizat£ons,
frequeatly with different perspectives and unequal capacitie$ for
participating in plaaning activitie#. It would be difficult simultan-
eously to attack all problems coacerning vocational tréining; therefore,
the identification of priorities and preparation of a plaa of action

"to resolve the most pressing problems will need to be agreed upoa.

The newly constituted Hiﬁher Council on Manpower and Vocational

Training (Presideatial Dacree 795 of 197») preseats a uaique opportuaity

—

to evolve the required strategy, because of its high policy making level

and because it is charged, amoag other tasks, with preparing a national

policy for manpower aad vocational training. The Council is also charged

with determining training requirements and devaloping a wage policy.

The decree, in addition, establishes a Joint Committee for Planning
: — —————

Mangawar and Trainiag, which is given broad responsibilities, including

a role in planaing and implementing specific projects, prepariag stulies

for coasideration by the Higher Couacil, and foliow/ag up tle actions



adopted by the Higher Council. It t§ charged Qith makiag a survey

and analyzfing data on ex{stiné and expected maapower, evaluating the
existing capacities for cﬁrrylng oul trafning, preparing a developmental
plan for meeting the resource neceds (iacludi:g instruétors) of training
establishments, improving adult trafning, introducing new methods of
training aad education, assessing.appropriate labor intensive techaology,
conducting manpowe; research; evaluating statistical data oa human
resources, ménpowen gmployment; unemploymeat, labor abroad, immigratlon,

and much more.” In esseace, the Higher Council and the Joint Committee

are charged with formulatlng manpower policy, carrying out manpower

57
planning, and implemeating prozrams.

In order to seize the major opportunity to formulate manpower
policy and re-examine the rolé of vocational training repfesented by
tha creation of the Higher Couacil, the advisor suggests the following
plan of action.

}~ First, a temporary staff of experts should be organized to collect ,

‘all relevant information, anélyze it, identify immediate and emegéﬁng

B EEm———————

problems, and propose viable policy alternatives. Such a stﬁdy would

include aa assessmeat of manpower needs, but more immediately would

5/ While the creatfon of the Higher Council preseats a uaique oppor-
tuaity to attack many manpower problems, unless wisely iaterpreted

and implomented, its existeace could further confuse the roles of the
Ministry of Plaaaiag, the Natioaal Xastitute of Plaaaiag, and the
Ministry of Manpower a- various other ministries' roles in formulatiag
manpower policy. For a very helpful description of trajning legislation
and various agencies' roles in implementing it, see "Main Legislatioas
oa Tratning," by Mr. Khaled Taber, Director General of Legzal Affairs,
Miafstry of Manpower. '



evaluite plaaniag and implemantation capacities aad obstacles to
their improvemeat. A number of coamnf:ttaes have functioaed {n the
manpower fiecld in receat years but jcaunrally with only limited success. .

In large part, this has beea due to inadequate staff support to collect

and analyze information, to postulate alterustives, aad oreseat findings

in a form which decision makers can utilize. Although Decree 795 of

1976 charges the Joint Committee with preparing materials for the

higher commissioa, thé committee will be made up of undersecretaries

and, therefore, not constituﬁe the stroag technical staff support
referred to here. Because of éhe level of the Higher Council (and,
therefore, the limited time its members can devote to it) and the

broad respoasibjlities assigned it, the Council's success will depend

fa lrcge part on the thoroughaess aad quality of the staff work provided.

However, at the time of the advisor's tour in Cajro, he could determine

no specific plans to organize z technical secretarfat to undertake

SR

studies on the behalf of the Council. Since it would, {indeed, be'
unfortunate i f the opportuanity represeated by the formation of a Higher
Committea were not realized because of {anadequate staff support, a
highly technicél staff should be organized on a temporary basis to
provide the fundameﬁtal information and research required by the Higher
Commissioan. Thé technical secretariat could function under the gcnerai
guidelines of the Joint Committee. Highly qualified techaiciaas could

be recruited from orgaanjzations such as Governmant minlstries, universities,
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iadustcy, labor oryanizatioas, and coasultiag fifms. Howaver,
recruitment should aot be merely on thé basfs of balaaced représenta~
tioa of vested iaterest groups (as ‘*mportant as this may be in some
fastaaces) but thz selection of staff vith outstanding techaical
quéltftcations.

The ''Joint Housing Team" could be a fruitful model to follow in
organizing a techaical secretariat.é/ The terms of reference of th;f_
temporary secretariat concerning vocational trainihg should include:
(1) Compilation and analysis of all data relevant to \ he

vocational training system;

. {2) Assessment of the effectiveness of the presént voca;
tional training system;

(3) Assessmeat of the capacity of the preseat vocaﬁional

structure.to carry 5ut these prioritieé;

(%) Idegtification of pclicy and program alternatives.
(Similar, but broader, terms of reference covering general ménpower

policy should also be establ{ished.)

Support for the secretariat might be obtafned from foreign'and

-

international donors. Such assistance might consist of financial

support for the temporary secretariat and the provision of consultaants

e g,

6/ See, Immediate Action Proposals for Housing fn Egypt, The Joint
ﬁbusfng Team, Miaistry of Housiag and Reconstruction, Ministry of
Planning, ARE, with the cooperation of the Office of tousiag, USAIXD,
June 1976. Consideration might also be givean to the kiad of fntegrated
analysis of manpower coaducted by the International Labor Organizatioa -
fa a aumber of countries, such ~s the Sudan.




- 10 -

in salacted areas. Following the final report of Lha temporary
scecretariat, the nead for aad natur: of a permaneat technical secre-
tariat to service the needs of the %y, v Couacil and the Joint

Committee could be coasidered.

V/Second on the bdstu of the reaearch and fxndvngs of the

secretariat staff the Highar Council should reassess the Egyptiaa

o e e =

manpowver situation and prepare a clear statemeat of polxcy obje cctves

witk special refereace to vocational training. Recommeadations on the

orgznization of maiower planaing and implementation, with emphasis on
vocational training, should also be made. (Later in this report the
formulation of manpower policy is discussed ia more detail.)

y/ihird a comprehensive manpower- vocational traLnLng plan should

- e i

be prepared, 1nc1uding mechantsms for its implementatvon. The exact

division of respoasibility for the preparatioa of this plan should be
specified by the Higher Council. (Later in this report the organization

of manpowar planning and vocational training is discussed in more detail.)

p/’Ftnall the ab:lxty to iﬂplement SpelelC manpower _prograims should

be asseseed and whare necessary, strengthened The achievement of

e T S o

policy objectives depeads ultimately oa the capacity to implement plans.

Althouzh the preseat report emphasized the role of manpower information
aand planning, this focus is not intended o minimize the importance of
assuriag the capacity of operating agencies to implemeﬁt specific programs.

For example, strengthening the role of the Ministry of Manpowar and



.Vocatfonal Trainiag in matching mea and jubs should.be an'important
part of any compreheasive plan to inprove the allocatioa and utilization
of Egypt's human resources.

Nor should tha géneral stratagy suggested aocove {mply that all
project implementation should await the complééion of the reviéw of
manpower problems,'the setting of maapower policy objectives, and the
drawing up of a comprehensive manpower plan. On the coatrary, because
of the urgent manpower needs, vork must proceed as scheduled on already
fdent{fied high-priority projects, such as Ehe education project Being
launched fn collaboration with the World Bank. However, the preparation
of a loager-term strategy should be completed as quickly as possible
before developmeat of the vocational training system proceeds to the
point where modification is difficult.

B. Formulation of a Comprehensive Manpower Policy.

The Ministry of Planning (with the support of the Ianstitute of

PN

National Planning) pas aqhgbvtous responsibility for the planning and

coordinz2tion of manpower priorities. The Ministry of Manpower and

Vocatfonal Training also has bean given substaatial respoasibilities

for planning and coordinating vocational training with the needs of

the labor market. The newly created Higher Council on Maapower and
Vocational Training (and the associated Joint COmmittee) has bean givea
sweeping planning and coordination responsibilities. A new intermintis~
terial committee, under the chafrmanship of the Ministry of Education,

will also ba charged with coordinating vocational trainiag with maapower
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- peads. Ya additioa, scveral other organizations have been givea

reapoasibility for various aspect of manpowar planaing. As a result

’

of the aumber of organizations iav>ivad in manpower planainz aad coordi-
: p p 3

nation, there seems to be some uacercainty as to how respoasibility

should b2 shared among those agencies. Development aad implementatioa

of effective manpower policy is not an easy task ia the Arab Republic
of Egypt at the preseat time for a nunber of reasoas, including chanying
econcmic institutions (e.g., tﬁe shift to th2 "Open Door Policy"),
limjted financial resources, an uacertain political situation in the
regioa, and a difficult world economic situation. The labor market
{tself preseats many problems, including, for example, significaat

(if by some standards relatively low) open unemployment, substantial
underemployment (seasonal in rural areas and low productivity 1n'urbin
areas), emigration of many skilled workers, rapidly rising wages,
serious skill imbalances (e.g., too many general secondary graduates
and not enough technicians and skilled workers -- a situation which
coatributes to low productivity and bottlenecks),‘/a high illiteracy
rate, a rapidly growing labor force requiring massfve job creation;

substantial geographic shifts in the distributioa of the labor force,

and a lack '~ adequate manpower data.

7/  For example, the Ministry of Education estimates that wvhile the
desired ratio of engineers is l:4, the actual training in Egypt is 2:1.
Existing institutions tura out only 1,800 techaiciaas anaually compared -
with an estimated need of 8,000, Sce "Project of Institutes for
Techafciar aad Iastructors Trainfnz for Industrial Developimeat,"
Ministry of Educatioa, Techaical Educatioa (Uadated).
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" The need to formulate a carefully coasidered hﬁman czsources
development and utilization shrategv to attack these problems ﬁns been
.recogaized by many analysts. Indeed, Presidential Decree 795 of 1976,
vhich establishes the Highar Couacil for Manpower aad Vocational Trataing,
was in response Lo this need. Up'to the preseat time, however, there
has becn oaly liimited success in formulating integrated maapower aad
training objectives.‘ The Ministries of Plaﬁntng and Manpowér aad
Vocatlonal Trainiag and varifous Committees (such as the Highar Couacil
for Trainingglhave not been able to develop and implement an effective
manpower plan. As a result, program planners.in organizations responsible
for vocational training has been unable to relate trainiag actfvities Eo
specific developmeat objectives, thus dimintshiag the coﬁtribution,of.
vocatjonal training to the achievement of natibn#l econoﬁic objectives.

It is not the objective of this report to suggest spacific manpowar
policies; indeed, it would be presumptive of the advisor to do so on'the
basis of a brief visit to Egypt. Nevertheless, there are obviously maay

complex problems that will require careful consideration by the Higher

Council for Manpower and Vocational Traiaing. What is urgently required

from the perspective of the advisor's terms of refereace i5 the adoptfon

———— ad

of specific policies that can guide those responsible for plahntng and

impler tiag the vocational traiaing system. The quality of staff work

e SRRy

available to the Higher Coﬁncil will have a significant impact on the
quality of the policies eventually bromulgated. Most of the Eéchnfcal
resources required exist ia the Arab Repubiic of Ngypt, but soma Financtal
aad techaical assistance might be valuahle ia straagtheaiag the tgchnfcal

stafl surviciay the Higher Couacil.

e e et C——— .+ b ————— ¢ b bt b e e

4 Coacaitad by Froasidanttal Doeree 795 of 197A.
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C. Planaiay Structure and Coocrdinatioa.

A major obstacle hiadering the development of a more cost-cffective
vocational trafning system is the extrzmely deceatralized structure of
the existiaz training system. Teciaical educatioan and vocatioaal traiaing

are.the responsibility of the followiang ministries:

V= /’%//é’.%a/ﬁlfc”{ . V'Education .
v v'Higher Education

v/ Industry and Mineral P:sovurces
v’ Housing and Reconst'uctioa
Transportation
Health
Ministry of Irrigatioa
Communications
Tourism
Agriculture
Social Affairs
Manpouer and Vocational Training

Many firms also train young appreatices informally on the job.gl The
military services have extensive training programs as well.
Such a structure makes planning and coordination AE vocational
training difficulc, limits flexibility, and makes the system's respon-
| siveaess to developmeant objectives uncertain. The complex organization
Aof vocational training hinders the sharing of faformation, experience
and resources among the various trainiag ageacies. In addition, since
occupational standards (and appropriate trade tests) are not adaquate |
.in the Arab Republic of Egypt, the decentralized training structure

makes placement activities, cost comparisons among alternative training

methods, and detajled assessment of occupational supply more difficult.

9/ Tue term appreaticeship has two seases in Egypt. 1t refers to
tralaec: ia the three-year program (one year {nstitutional plus two
years coabinatlon of work release study aad training on tha job) of
the Miaistry of Industry and Minerai Resources. Ib alsd s used to
descrll. gaaascally youager hoys (usually related to prazeat voriers)
wio are sraiazd faformally oa the job,
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Without a ceatral source of traianing expertice to consuit, tndividual
ministries responsible for vocational trainiag activities do aot
adeauately tdentify opportunities for using noatraditional traiaing
methods. There is some evideace that, as ; result, trainiag teads to
become highly institutionalizedlglaad less responsive to changing neads
of the labér market.

The Ministrf of Plaaningz has not been successful in integcating
vocational training into a comprehensive manpower policy. . The-Miniséry
of Manpower has not been able to uct effectively as an intermediary
between vocatldnai traiaing and ;he labor market. Nor have the inter-
agency comnissions that have been established over.the-years coqtflbutéd
significantly to the coordination of manpower policy and vocational
training. N

The organizatioa of vocational traifning will, therefore, aeed to be
assessed by the Higher Council., While not wishing to antiéipate speci fic

conclusions of the Council, it seems obvious that dramatic changes are

requlred fa the present vocational plnnning {mplementation system. Most

urgently required is the capacity to consider vocational training problens

in a broad context and not be frozen into tradjtional solutions by rigid
bt il 267

ministerial structures. It is ualikely that adequate vocaticaal plaanlang

10/ Several observers expressed the belief that there is too stroag a
bias towards institutional vocational traiaing at the prescat time fa
Egypt, especlally at the secondary level. Based oa his limited exparience .
in Egypt, the advisor is not Erega;gg to draw aay firm coaclusioas as to

the validity of this bzalief, but does suggest 7 at the plaaniag stage
of project formulation, more atteation be gfvea to examinatioa of altevaa-

tives {nvolviag oa-the- job training, especially for vocational levels
betwean pravocatioanal aad techaician tratniagz,
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and coordinatioa caa be achieved exclusively through interministerial
conni ttees (as Umportant as such commjttees caa be). What secms

necessary is a central authority capable of translating maapower policy

into specific vocational training objectives. The advisor feels this

- —— — ——

—

can only be achieved through a new central training ageacy indepzadent

of individual ministries. Such aa agency nced not necessarily eagage
— L ——————————

in training itself, but it should as a2 minimum be respoasible for

program plaaniag, reséarch, evaluation, and, most importantly, allocation
L PR ey S PEETN s obL JEPUREIREI fttueeRttl

of the vocatioaal training budget. It should have responsibility for
er e -
both institutional and on-the-job forms of vocational training. It
should have an advisory body represeating employers, wérkers, and the
military, as well as administratiﬁe officers of the various ministries
coacerned with vocational train{ng; In principle, many of these respon-
sibilities have been assigned to the Ministry of Manpower ;nd Vocational
Training, but this ministry is not well placed to implement this respon-
sibility. It does, however, have a vital role to bldy in labor market
analysis, establishmeat of trade tests,.job placement, and a number of

other areas impacting on the operation of the labor market.

It is clear that vocational triaining must be more closely coordinated

e et i Tt i

with labor market requiremeats. This not oaly means the developmaat of

better estimates of future manpower requiremants, but also fmproved
fnformation oa the kiads of skills aad attitudes employers desire of

training graduates. Oae meaas of insuring such coordination is o move
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spaci fic skill traiaiag closer to tha productive process by makiag

13/ .a\Z
greater use of iadustrial establishmeats as tralafag ageats.,

Another means would be to increase the dialozue bctween employers. aad
trainers through advisory committaces, returaing instructors to fadustry ‘
for working snbbacieals, using experieaced workers from ihduetry ae
occasional lecturers or demoastrators ia vocatioaal schools; aad
cacouraging more frequeat visits by trainiug administrators to cﬁploytng
establishments.

L-Technical assistance could be helpful in two ways in streagthenia3

the structure of the vocat:onal trafaing system. First, through providing

the opportunity for Egyptian nlanaers and mapnapers to visit couatries
S —
that have attempted various sclutions to coordinating vocatfoaal traiafng.

Techaical assistance also could be valuable in helpiag with the destgn
\

of an_appropriate vocational training managemeat structure,
e ———————

D. The Maanpower Information Base.

‘Another major obstacle to more effective planaing and operatioan of

the vocational tra1ntno system is the fnadeauacy of manpower data aad

_analysis ava1lab1c to policy makerq ‘aad managers. This is trus of both

. e e o R

(2) geaeral manpower data showing curreat and projected labor market
trends (c.g., employmant, unemploymeat), the structure of employmeat ia

various occupations, and skill requirements ia differeat occupations; and
—

11/ This could also bave a sigaificaat positive impact on trainiag costs.

Tt would not, of course, eliminate the aced for more or less tradicSonal

fasticut? nal trafning which would still be fmportaat for supplemex:ary
atn’nyg, skill upgrading, and techaician trafaiag. -

tratato, skill upsrading, 5 Cex [FosnoT®) |

p—
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(b) daca relatiag to the coptrol and managemeat of vocatioaal trafaiag

and other maapowor orgaaizatioas (e.g., labor registration offiuaes).

—_—

Policy makers, planaers, and managers aead access to both kinds of data,
but the first type will be of more importaace to policy makers and
planaers, while the secoad type will be of spccial sigaificaance to
managars. Analysts frequeatly are required to draw upoa both kiads of
data in studying a problem. The first kinﬂ of data helps answer
questions coaceraing the number of individuals that should be trained

in various skills, what employers expect of training graduates,.and

the impact of vocational training on the labor market. The secoad kind
of data provides informatioa on how spacific vocational training needs
can best be met (e.g., through oa-the-job training or through iastitutional
training or some combination of these), and helps measure how efficiently
training in specific skiils is beiag provided (i.e., how well resources
are being utilized). In numerous problem areas analysts interminglé
both kinds of data.

(1) General purpose data. 1In Egypt, the Ceatral Authority

for Mobilization and Statistics has the principal responsibility for
collecting general statistical data. To a lesser exteat, the Ministry
of Manpowar and Vocatioaal Training is also respoasible for geaeral

12/
labor macrket data._ The Ministry of Industry aad Mineral Resources

12/ The Ministry of Manpower is charged with important labor market

data collection responsibilities coacerning the gachering of trafnlnz
requirements. Soa Presidential Decree No. 757 of 1972 providiag for

the respoasibilities and orgaaization of the Minist¥y of Maapowor,



_and the Iastitute of National Planning, as well as a few other ageacies,
also collect labor market data from time to time.
There are several weaknesses in the general manpower_ information

13/
system. Published labor market daba are pot curreat. Data are not

published {in adequate deta{l to help policy makers and plaaners.
Technical descriptions of concepts, definitions, and data collection
techniques (including questionnaires) age not routinely published.
Approx#mate margins of efror of data are not available to userg. Little
or no analysis or interpretation accompanies published dafa. Little
planning seems to be underway for analytical exploitation of the

recent ceasus. It appears in many instances that the problem is not

so much a lack of data as its unavailability or the unawareness of its
existence by potential users. 1In general, there seems to be inadéquate
concern on the part of data collectors with the needs of data users,

i.e., there does not appear to be a philosophy of client-oriented data

collection.
w

A number of actions need to be taken to strengthen the geaeral

manpower information system. First, the system needs to be made more

reéponsive to the needs of data users. One means of doing this would

e ——

13/ For example, at the time of the advisor's assigament in Cairo,
the latest data from the labor force survey (houschold collectioa)
vere for May 1974. Latest employment data collected directly from
employing establishments were for 1972. The latnst full ceasus
available is 1960 (updated in 1966 on the basis of a sample survey),
although a recent census is now being tabulated.



be éhe formation of statistical user groups to advise the Ceatral
Authority for Mobilization and Statistics and other data collectors
periodically of users' information neads. Such a collaborative cffort
between users'and producers could serva as a meaas of reviewiag the
manpower informatioa system and prepariag a geaneral plan for its
improveme~t. The Arab Republic of Egypt may wish to consider sponsoring
a statistical users' conference to assist users in understaading the
Government's statjistical prograﬁs. |

\//;ore emphasis should be placed on the developmeat, publishing and
dissemination of technical information conceraing concepts, definitions,
collention methods, and approximate error margins. |

U/Data collectors should attempt to build coasisteat time series
wherever possible in contrast to irregular surveys.

U’%uch greater reliance can be placed on sampling as a means of reducing
costs, and speeding the availability ofvda:a.

./’Zn effort should be made to obtain b.-tter information on the probable
demand for Egyptian workers by other countries. The plaaning of vocational
4training programs is presently made difficult by the abseace of adequate
faformation oa the movement of Egyptian workers to other couatries
(especially Saudi Araﬁia, Libya, and the Gulf States). Little is kaoun
about the work experiecace of expatriate Egyptians, or future aeeds of
the "importiang'" couatries. It is, of course, difficult.for Egypt (or

any other individunl country) to collect and analyze such data, aad,
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therefore, an effort should be made fo develcp.such fnformatioa on
an interanatfonal cooperative basis.ii/

U’%inally, the users of data need to be helped to faterpret statistical
evideace., This could be achteyed through holdiag short seminars and
prepariang guides for statistical users. If decision makers are ‘not

able to use statistical findings in solviag problems, the substantial

cost of collecting data will be wasted.

(2) Managemeat fnformation. While the principal objective of

general manpower informatfon as related to vocational training is to

L

orieat vocational training programs to preseat aad future labor market

needs, the purpose of management data is to improve the coatrol and -
managemant of vocatifonal training uaits. It is made up, in large part,
————— . . .

of administrative data internal to each operating organization. Better

>

" managemeat jnformation can méke an importaat contribution to increasiag
the cost effectiveness of the vocational traiaing system. In o;der to
maximize the impact of the system on the labor market, managers must. be
in a position to decide what kinds of training can best achieve objectives,
to evaluate the. efficiency with which training resources are being used,
and to evaluate the work experience of training program graduates. This
requires a coatinuing flow of prempt, accurate, relevant and well-analyzed

information (both statistical aad non-statistical) to maaagers. When

14/ The International Labor Organization is uadertakiag two relevant
;;6jects, one of which will estimate the volumz aad characteristics

of future labor demand ia the Arab OPEC couatries, aad the secoad which
will develop a model of planned migration in respoase to the projected
demaad.
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such iafovinatioa is carefully analyzed in combiaation with geasral
ecconomic and maapower data, it can jadicate to managers where dacisions
need to b2 made aad give some {ndicatioa of the implications of alteran-

tive decisions. Preseat managemant ianformation systems in Bgypl sean

inadequately designed to mzet the needs_of decision makers. Traditioaal

e e s e o R e £ 9

accounting data is collected without sufficieat effort to analyze tt.fn
ways useful to managers. In the past, a aumber of coursas have boea
offered for employers by the Ministry of Industry and Mincral Resources
ia the design and implemeatatioa of management iaformation systems.

These courses need to be revived zd expanded. Ia addition,.simtlar
courses should be desigaed to meeat the needs of government‘administrators.
One of the principal information gaps faced by Egyptian managers
of vocational traiaing progzrams conceras the work experience of traialag
graduates. Managers nzed to knqw how well the graduates of thair programs

have met the needs of the:labor inarket, Was thé fraining they received
relevant to employers' needs? Did they have addquate ofientation to

the world of work? What were the specific streagths and weaknesses fin
their training? Eow do graduates and employers evaluate the training
graduates received? Several miaistries curreatly carry out follow-up
activities related to their traia‘ag, but these studies are genarally
occasional, limited ina scope, and restricted to the needs of the mianistry
conducting the follow-up {c.g., the Miaistry of Tadustry and Mineral
Resources follows up its graduates primarily to determine vhether thay

recaived the required aumbers of supplemzatary traiaiag hours raguirad
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by thair appreaticeship program). However, at the pre sent time there
’are no adaquate statistical programs to obtain good follow-up information.
Tie lick‘of adequate stiatistical data is made worse by the limited»’
personal coatact betweca training institutes and graduates and employers.
inspectors and other personael scem seldom to visit employers and [ow
:employer advisory committees functfon regularly. This situation is

furthor worsened by the fact that in some skills few vocational instructors

OV 3

—

have extensive experience in industry.

-

What lS required, therefore, is a means of cont1nu1ng assessment

of the work expertence of graduates of vocational training programs at

B A

reasonable cost, Several steps could be taken to build such a capac;ty

B i aman T e e e

lFirst research should be uadertaken to examine thu most fe;ﬁjb}g_gpd

economic methods of conductiag follow-up surveys in the Egyptian settigg.

Statistical tracer surveys can be very expensive and the qdality of datg
collected through them depends, in large part, on how well the survey
takes accouat of cultural aad institutional factors. Therefcre, effective
tracer surveys require careful testing before lauachi.g on a large scale.
A nurbér of pilot tracer surveys should be undertaken as soon as possible'
and used to develop cffective follow-up survey procedures approprlate |
" for Egypt. Developmant of good sampling designs could substantialry

reduce cost as well as increase accuracy of such surveys.

.+ en At o b —

‘SQLOﬂdL}baSLd oa the andLnas from the pilot surveys, a cowmprehensive

samplc survey of employers covering graduates of all vocational traiaing

programs should be conducted. Such a survey has several advantages. Cost

oot e

is one advaatage, since cnlloction costs would ha lowar than traciag
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iadividual graduates. Ansthev advaatage is that a compreheasiwve tracer
sample survey of employers could provide data oa the comparability of

JERSSEESe)

various training programs. The findings of such a survey should be

———— e

invaluable ia designiag a more cost-effective vocational traialag systen,
’_______________._——-——-—.'—'*“"“-\-,....m e ———— e s st e e w e e St i e R o
and, therefore, should be completed ia tima to assist the proposed

temporary techaical secretariat to the Higher Council for Maapowzr aad

Vocatioanal Training.

( Third, 'a permaneat central capacity for conducting tracer surveys

e e~ e = 7

should be established. Preferably such a capacity should be lodged in

~— -

the ceatral vocational training agency proposed by this advisor, but it
could also functioa in an existing government ageacy, ian a unversity,
or evea as an indepeadeat organizatioa.

Such an organization's programs could take a number of forms. For
example, compreheasive surveys could be conducted annually and the
results analyzed by skill, training institution, as well as other
variables. Or, if it is preferred that surveys be conducted directly
by iadividual instiﬁutions, the "central capacity" could assist
training institutions in sample design and the techniques of follow-up
surveying. This advisor prefers an aanual comprehensiva survey based
on smaples of employers supplemented by institutioa-sponsored surveys
of graduates conducted jnintly by the ”centralicapacity” and individual
traiaiag iastitutes. FHowever, the exact nature of the vecurreat sampling
is less important than the requiremznt that it be doax vegularsly aad

with statistical accuracy.
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There are also many non—stattsttcél means of increasing the flow
of inCormation betweea trajaer and employers; for example, advisory
comnittees, giving jnstructors working sabbati;als in industry, obtniﬁing.
the services of skilled workers as oc;asional lecturers, etc., in training

institutes.

(3) Other Information Problems: Manpower Planalng at the

Establishmeat Level. The éarrying out of effective maapower policy at

the establishmaent level depends on the employer's ability to analyze
and project his manpower requirement; in ﬁhe context of national ob~
jectives.lé/ In addition, the quality of manpower data derived from
surveys of employers depends on the ability of employerslto respond to
requests for information. For example, national estimates of future |
manpower requirements based on employers' estimates are oaly as good as
employers' ability o estimate their individual requirements. It is,
of course, true that the employer's ability to plan his hanpowar needs
depends, in large part, on the availability of good sectorial plans to
which he can relaée his owa manpoyer.planning. Héwever, while awaiting better
sectorial plans, work profitably could begin now on improviag employers'

techaiques of manpower plaanning, through conducting brief courses for

key iadustry personnzl concerning techaiques of manpower planning at the

15/ To the exteat that employmeat levels in establishments are determined
E; labor supply, objective assessmeat of labor demand is of linited

value. But evea in such circumstances, analysis of realistic staffiag
requi rement.: allow analysis of the difference between actual staffiayg
pattaras aal techaical requirements. :
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establishmeat level. Maauals and other materials could be prepaced

to aid employers ia manpower plaaaing. Finally, coasultaats aad
techaical assistaaca might be made available to employers as ruqufred.
The Iastitute of National Plaaninj - in collaboratioa with tha Productivity
aad Managema2at Centers, shouid be able to provide these servicas iE

given pecessary resouices.

(a) Professional information exchange among vocatioaal -

trainers. thtle exchange seems to take place among tralning pcrsoanel

e - ot e 7 T TS o

of the various training organxzatlons. Ian many instances it seems that

e . [P
e e i i T 2
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exchange of professional information is even inadequate among tratntng
persoanel working in di ffereat training schools operated by the same

ministry.

An importaant meaas of eacouraging the exchange of informat{on and

increasing the professional competeace of vocational trainers would bL

the creatioa of a profess1ona1 vocattonal tratnxng assoc 1at10n. Such

e e et e

an association could iaclude iadividuals interested in related fields
such as vocational guidaace., The association could d) sseminate geacral
profassional informatioa concerning vocational training techaiques and

the experience of Egyptian trainers.

(b) Vocational guidance informatiox. Coasiderabla coacarn

was expressed to the advisor about unrealistic ewmploymeat expactatioas
of young people, aad the Yovervaluing' of formal academic adacation.

This lacgnly reflects traudf ttioaal attitudas aad only ia part a ratfoaal

L1}

assoesgreat of aconomic and sociel rousapds,  Battew carzoer puicanse
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faformation alone willvnot be suffﬂcient to change studeats' (and
parents') cvaluations of alternative employmeat opportuaities. But
the proparation of career {aformation and its dissemiaation usfajg
£ilm slides_  tape casscttes, and other wmoderan informationa delivery
techaf ques could mike an importaat contribution to 1mprovinv young
people's awareness of emﬂrélnv opportuaities ia the labor market.

(4) Anplied analysis of maapower data. Much areater emphosis

needs to be placed on the aaalysis and interpretuCibn of maapower and
vocational training data. The effective utilization of iaformatioa
'requires that data be carefully analyzed and presented to decisioa makers‘
in a form useable to them. . A number of things need to be doaz, Much
greater effort is required on the part of analysts to'wqu close} with

Jecision makers to ascertain their specifiz requirements. In additioa,

stronger auaalysis capacity has to be developed ja operating agencies
~ N (T
such as the Ministries of Educatioa, Iudustry and Mineral Resources,

SRB——— .

and Housing and Reconstruct‘uu, to analyze problems of special interest

to them. The Joint Conmlttee for Pldnntng Manpower and Trainiag (or

e

other appropriaie orgaaizatioa) could serve as an important forum to

keep individual agencies informed as to the work of their colleagues and,

thus, to make research mutually sviporting wherever possible. Tha capacicy

16/ Under the World Bank Education Project, prevision is mada for 12

months of techaical assistance £o develop eqtrm?fés of long- turm “maapower
necds, and it has been asread tHAE SUCH estimates will be rpady Uy tha

end of the project (_gnro“;matcly-Zq years heace). However, the pcapara-
‘tion of such estimates will not reduca the aced to strengthaa the goneral
informatioa and analysis capacity of the Miaistry. Loag-tera estim:tas

of future manpower needs are o necassary first appreximatioa but, beacausae
they caa, at bast, oaly be approximations, a curreat flow of woll-dosianod

maapower aformation is ceyuirad £o lai dewision aalkors kaow vhea ol roun-

stencas eraage 13 wuell oL when tavgats ara ot baing moat.


http:approximati.oa

.

2

&3
1

of the Ministries of Planning and Manpower and Vocational Trainiag
to analyze geaeral manpower and labor market treads must be streagthenzd.

In addition, there ne2eds to be a central source for the analyals of

[—— e e e e . eetoemn e < e

vocational trairni ng (pgeferably Ln a new cnntral tralning o§5§nization

—— e S R s e v 2o £ A T i 4 S T e =0T

if it were to be created) since many vocational trafniag problers are
_.._.-——“——"‘— R ey

cannoa to all traianing ageacies and because som2 problems transcend the
\——/ s+ e e s S

Certainly Egypt possesses a considerable number of trained economists
and other professioanals to undertake the required analysis. Somé technical
assistance might be helpful, however; in desigaing applied mzapower
research programs, téchniques of applied manpower anglysis,_and helping
Egyptian technicians identify the needs of decision makefs.,

| | III.

Construction Labor Requiremeats.

Coastruction, especially for recoastruction of the Canal Zone aand
for improvement of the housing stock, is expected to be a high priority
in tre Arab Republic of Egypt during the imr>diate years ahead, A
poteatial bottleneck in aclhieving construction targets will be the lack

of constructioa skills. Not only must Egypt meet its own coastruction

labor needs, but it must also coatribute to the labor supply of other
countries experiencing construction booms, e.g., Libya and Saudi Arabia.

The high demand for construction workers is reflected ia azccelarating



17/

e

wages aad skill shocrtages.

The Mihtstry of Housing and Recoastruction hopes to meet the aced
for construction workers‘through a large-scale traiaiag program. ~Dlart .
of the terms of refereace f tha.advisor was to "review the maapower
aceds analysis section of the HOHAR Training Agency Project proposal
to determine its adequacy for project planning." However, the on1§
MOHAR documeat concerniﬁg thz projected training activities a;allable
to the advisor was "MOHAR Training Agency Project IV," dated December .
1975. This documeat coatains little analysis of manpower heéds. The
MOHAR estimates that approximately 300,000 additional construction w&rkers
need to be trained durihg the 1976-80 period. The Ministry assumes that
a 1arge percentage of the new workers will be trained in the.projected
Mintstry centers (or in second shifts of Ministry of Education Ceaters),
and relatively little emphasis will be placed on the capacity of employers
to train additional workers. These estimates are recognized by the MOHAﬁ

to be approximations based on fragmeatary evidence, and subject to

17/ The advisor was told that shortages of skilled construction labor
has resulted in the slowing of some constructioa projects and the
fmportation of foreign coastructioa workers. The USAID/ARE Joiat
Housing Team reported: , ‘

There is a general shortage of coastruction labor, particu-
larly in the skilled categories. Manay craftsmea have left,
attracted by the higher wages offered ia the surrvoundiag oil-
rich countries. The shortage triggered a rapid increase ia
local wage rates that was compounded ian the past saveral years
by the magnitude of the recoastruction effort aad tha premiwns
offered to workers in the recoastructioa zoaes. . Immediate
Actioa Proposials for Housiag in Egypt, 1975, p. 54. Also

see the Statistical Aopendix of this raport, Table Vi-1, page 73.
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modi fication as better iaformation aad analysis become avajlsble.

The estimates are primarily based oa correlations betweea past coaastruction
experieace of the MOHAR relating cwmploymeat to coastruction levals, Such
techaicues yield aet incraases in labor requiremeats oaly aad do not

allow for replacemaat needs, changes ia coastruction te;hniques, tha
composicion'cf coastruction, and changes ia the relative pricesc of factor
inputs. The Ministry of Housiazand Reconstruction document frankly
recognizes the approximate nature of the und erlying manpower neads

analysis. The World Bank, which is financing 20 of the projected 63

MOHAR training centers, also recognizes the need for better analysis aad

has included provisioas for technical assistance to streagthen the
Mipnistry's data base in iés educatioan project agreement with the.Egyptian
Goverament. However, evea more emphasis needs to be placed on the |
buildiag of adequate applied analysis capacity to assist dzcision maliers
in interpreting data.

In a rapidly changing situation suck as that which characterizes
the coastruction industry ia Egypt at the presént time (and with a poor
data base and with large aumbers of workers leaviag for other countries),
it will always be difficult to estimate future labor requirements with

-

a comfortable degree of confideace. This implies the requiremcat for

—

a staged expaasion of MOHAR trainiag programs with expansion based on

results as measured by its impact oa th2 labor wmarket. _

Uhat is crucial $in such a situatioa is that projections be traatad
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react cuickly, the inevitable errocs associated with employmzat fore- .

castiny will be minimized, For example, there is some avideace thal

a sigaificant percenuabc of the graduates of the Ministry's tr";qvﬁ"

ceaters do not find work in the building trades. If true, this would

need to be measured, analyied, and m;nagement alternatives idcntified.

However, without an adequate information system (especially follow-up

data) the seriousaess of the situation and, thus, the need for maanagemant

decisions will be difficult to ascertaia. Therefore, substantial

attention needs to be givea to strengthening the Ministry's ability

to collect relevant data on a continuing basis and analyze it in a

way to meet the needs of managers of the coastruction training programs.
Iv.

Summary of Principal Recommeadations.

1. A plan’of actLon\should be agreed upon as quickly as posstble

for streqathentng the Arab Republ*c o£ Egypt s capaclty to plan and

et s e S e o e P

fmplement manpower and vocatlo.al tratnlnD pollc1es and programs.

e A e e e e e i+ e -

This strategy should be promulgated by the newly -created ngher Councxl

for Maapower and Vocational Traiaiag (and its associated Joint Committee
- e T

for Planning Manpower and Training). The plan of action should iaclude
provisions for establishing strong techaical support to the Higher Couacil
fn carcying out a thorough review of tgyptian manpower problams, tha
exploration of viable alteranatives to solve thewr, and the capacity of
preseat organizations to plan and implement the recuired solutions.

Bascd on these findiags, the Higher Couacil should formulate geacral
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manpower objectives aad assiga responsibility for their implemeatatioa,

The Higher Council should coatiau ‘3 moaitor aad avaluate the execution

R o G
fAle .

of geaeral manpower policies. (ubcﬂr. \technical support for the Cuuacil

o

will require the establishmeat of a gbkp;gwfggyggqyﬁgg. The sccrctnrtaf
should have a temporary mandate aad ba made up of highly-qualified
techaicians from both in aad out of govarameat. At the cémpletion of
the techaical secretariat's review of the manpower situation for the
Higher Council, the need for and nature of a permanent technical

' secretariat should be studied.

2. Coordinat

-~ e

the present decentralv&ed structure of vocacional

*__M_._,.-——\—-- ———

STimes camNEiane

()/

tralnung needs to be brought uader the coatrol of a singlc auLhorlty.

e

Such aa authority could take a aumber of different forms, however, it

/

should, as a mianimum, have responsibility for translating policy

directives of the Higher Council iato specific vocational traiaing

7

programs, monitoring and evaluating the implementation of these pro-

ez
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grams, making periodic progress reports to the Higher Council, conducting

77

research and analysis relevant to vocational training, aad, most impor-

_vocy
AL 7L

tantly, allocating vocational training financial resources amonag the

enth.

various training ageacies.

3. A much greater cffort should be made to relate vocational

st ————————

e

traiaing to the requirements of employers. This might be accomplishad
through better labor market research; more cmphasis on on-the-job
training; assignment of vocational teachers to fadustrial establishaents

to update their work experience; the use of industrial craftsmen in
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the vocatioaal training system as tcachers, moaitors, and/or demoa-
strators; establishment of managenznf~labor advisory committecs; and
more frequent visits by admiaistratirs to fndustrial establishn2ats.

4. The capacity of the Ministry of Maapower and Vocational

Traiantng should be strengthened in several areas. The Ministry's

—

capacity to collect, process, and analyze labor market data needs to

—— —— -

be imporved. Because the regional registration offices of the Ministry
could égy*a strategic role in improving labor market adjustments, an

effort should be made to improve their operation. This should include

programs to increase the Ministry's ability to prepare better occupa-

tional definitioas and standards, to administer trade tests, to develop

—
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and use guidance materials,—and to carry out placemeat activities.

5. A number of actions should be taken to improve the manpower
e e — e .:—-"'-—\w’_'__ e =

information system. lFirst‘ data collecting agencies need to develop

=TT

a philosophy of client-oriented data collection. Efforts to make the

o e e

system more respoansive to the needs of data users might iaclude the
holding of period{c statist{cai user éonferences, in which data programs
are explafned and users make their-needs kaown. {Ia addit%ggﬁ statistical
advisory committees could be astablished for each of the major data
collecting ageacies (or by subject area). Data collectors should work
more closely with the uaiversity community. More emphasis should be
given to publishing technical notes to assist data users in ilaterpreting
statistical sources. Much gr2ater reliaace should be madz2 on sampliag

techaiouas to faprove the accuracy, timoliaass, aad cast affectivencss

0f Jut~ collection, Morg atteation should be givea to streagthaaing
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the managemaat information systems of vocatioaal traiafag orgaafzatfoas
aad {adustrial establisbments.

Althougl the priacipal responsit!licy for improviag.thc maanawer
iaformation system rests with the Centcal Authority for Mobilix atfon
and Statistics, several other agencies have important roles to play ia
this endeavor. For example, the Mianistry of Managemaat and the HMinistry
of Industry and Mineral Resources (through it% Management and Productivity
Centers) could make a major contribution in strengthening of management
information systems. Or, for example, uaiversity statisticians could
provide helpful advice on sampling techniques, data processing, and
preparation of technical notes.

6. The Arab iz2public of Egypt should cooperate with appropriate

regional agencies ia developing better estimates of regional manpower
\— - . e

supply aad demand for the region. Without such data, it will ba difficult

to anticipate future demands on the Egyptian labor market. There are

presently[“v;]Intprnat1ona! Labor Organlzacfon prOJects und_“way to

P e . e
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develop better informatjioa in thlS area; however, other interaational

agencies may also be able to make a coatributioa in this field,

7. The developmeat of adequate follow-up surveylng should be

among th2 highest priorities in streagtheaing the informatioa base. Tnis
should be doae in several stages. First, a series of pilot sampla surveys
should be coaducted ia order to develop and test tracer techaiques
appropriate for the Zgyptian situatioa. In addition to tracer surveys

of iandividual programs, aa effort should be mad: to gg;iu;L_GOmpgahensivé
sample surveys of astablishments 1n ordas to q?low comprestioge analysts

came, aad estimate (min taial Tanguer of

)

et taasl teatatan na gl gaplaverat cartat, Fiaslly onopareanat


http:situation.In
http:surveyl.ng

capacity should be developzd capable of coaducting periodic compre-

—_——
\‘.“ﬁh————_———

heasive surveys aad assistiag Todiviiuial training agencizs to conduct
,~.__\~»,,__1“

surveys of particular iaterast to !

&, Much greater empbasis must b= placed on the analysis of

e A

manpower and related data in a forx relevaat to the needs of decision
———-—‘.\ '
—
makers. Onz immediate requiremeat is the developmeat of better estimates
of future manpower requirements. Improved analysis of labor productivity

is also required.

There needs to be a mutually supporting network of analysis. No

one agency can perform all of the analysis required by the differeat
perspectives and‘needs of the various agencies. There should be a ceatral
focus on broad manpower problem;, most obviéusly in the Ministry of
Planning. There also need to be stroag analysié capacities in agencles
such as Industry and Mineral Resources, Education, Maapower and Vocattqnal
Training, aand Housing and Reconstructiona, and the propasad ceﬁtral
vocational training authority (item 3 above).—- not to duplicate.the
research of the Ministry of Planning, but to focus on the specific
problems of the iadividual agencies. A coordinating mechaalsm will be
required to link the research of all these organizations; for example,
a working committee of "research directors" chaired by the Ministry
of Planning or other appropriate agency.

9. The capacity of employars to plan their maapower requireinants

—— T

at the establishment level aceds to be strengthened, through a series

\____,/& R
of short seminars and the praparation of manuals.


http:decis.oa
http:agenc.es

- 36 =~

10, A ngfigifl_§§ggni85%Oﬁ~0£—indixidualswconcerned with

' vocﬁfigﬁii_ffii2£2§’3nould be created to increase the exchange of
professional informatioa and provi... . .s2aas of coatiauing the
education of workers ina the vocational training field.

11. A program of preparatioa of occupational guidance materials

w -

should be inaugurated to improve the understanding of studeats, teachers,
e

and pareats of the changing employment opportunities available to younz
workers. Such material should be designed for distribution via

television, radio, tape cassettes, as well as written material.
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APPENDTX

Principal {natacts

Dr. Salah Hamed
-Americaa University Cairo

Ebada Sarhaa
Director, Institute of Statistics
Cairo University

Dr. Abdel Megid El Abd

(Former Undersecretary, Ministry of Manpower)
(Former Director of Training in Axmy)
Director, Human Resources Davelopment Center

Mastapha Ahmed
-Undersecretary of Ministry of Manpower

Abdel Raoof Farag
Undersecretary of Planning

3

M. A. Rousnhdy
Director General of Productivity

and Vocational Training Department
Ministry of Industries

Engineer A. El Kholy
General Controller for Technical
Information Services :

b diblieb— (/o 04 e 7 fape)
Head-of-kedlonmup-Seetion
Ministorui—tndustries

Dr. Iman Salim
Demographic Center

Andrew Payne
British Couacil

J. S. Trives:

UNESCO Project Coordinator

Techaical Teacher Training Institute
Kubba Cafro h

De. Ismafl Sabry Abdullah
Director, Tastitute of Planaing



Dr. Mongi
Chicf of Maapower Sectlona
Institute of Plaaning

Dr. Mahmoud Omar
Expert, Manpower and Proauctivity Planaing
Iastitute ot Plaaniag

Mrs. Rag2a E1 Askalaay
Departmant of Statistics
Ministry of Manpower and Training

Mr. Housay El Khateeb
Department of Manpower Research
Ministry of Manprwer and Traiaing

Mr. Atta Mohamed El Eliary
Ceneral Director of Vocational Traiaiag
Planning MOM&T

~ Medhat Mohamed Aly Gad
Vocational Guidaace Director MOM&T

Eng. Ahmed E1 Kousy
Ministry of Manpower

Dc. Eng. Mohammed Kamel Elewa
Department of Vocational Traiaing Planning

Kamal R. Mazloum

Deputy Director General
Department of Statistics
MOMAT

Mr. Hasem
General Director of Statistics
Ministry of Education

Dr. Ibrahim Abdel Hakem

Undersecretary for the University of Industry
Production Efficiency and Vocational Training

_Affairs

Ministry of Iadustries

Prof. Mohamed Mustapha El Alaly

Advisor on Techafcal Educatioa

Miaistry of Educatfoa Cairo

(Prof, ad Head of Mcehaaical Enjincering
Dapartiazat Zia Shams Uafvarsity, Cairo)


http:Product.on
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Tag El Diam Safuwat
Director, Geaeral Manpower
Strecture Studies & Resecarch

Naztil Daif _
(Formar Minister of Finaace)

L/Mr . Maragy
Program Representative
Iaternational Labor Organizatioa

Mr. Samuel Buakor
Resident Representative
- Pord Foundation

Eng. Fahmy Tolba Hassaa

President _

Training Organization

Ministry of Houstag & Recoastruction

Hasan El Sahar
Architect, Ministry of Housing & Recoastruction

Dipl: Eng. Ahmed Amin Abdel Aziz
Chairman
" The Industrial & Eangineering Enterprise Co.

Dr. Eng. Ahmad Tawfik
Director General
Federation of Egyptian Industries

Eng. Hassan Morsy
Ministry of Housing & Reconstructioa

Eng. Mohsea Rady
Chairman
Nasr Forging Industry

Abdel Moaeim Akef
. Head of Follow-up Section
Production & Vocatioanal Traialng Department
Aiinstry oF Zu vs/ry »
Eng. Ayoub Abdel Mesih Risk
CGenoral Hanagar for Techaical Affairs
Nile Repair Automotive Co.
Abassia, Cairo

fag. Sidki Soliman
(Formar Minister of Eacray)
(Fovier Prias Mialstec)



~ - - 40 -

Dr. Salah E1 Homosaany
Minister of Social Affairs

Dr, Salah E1 Abkd
Seaior Undarsecretary for Rural Dopartmeat
Ministry of Agriculture

Tbrahim Mohamad £1 Shazley
Geaeral Director of Pre-vacational Traiaing
Ministry of Social Affairs

Mohaned Ahmad Mashoor
Mochanical Enginzer
HMCHAR

Mohamed El1 Touk
Accountaat
MOHAR

Ismail Gebril Mohamed

Director
Ismailia Training Ceater (MOHAR)

Usry Kaasowa
Deputy Minister ,
Ministry of Admiaistrative Developmeat

Also visited were six Vocational Traiaiag Institutioans of the.

following Miaistries:

Education

Industry aad ¥ineral Resources
Socijal Affairs

Housing and Reconstruction





