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The advtsor spent the period January 11 - February 1, 1977, in
 

the Arab Republic of Egypt, under the sponsorship of the United States
 

Agency for International Developmen*. ;urveytng the manpower planning
 

and information systems relevant to technical aducation and vocati.onal
 

train.ng programs. The specific terms of reference for the assignment
 

were as follows:
 

Determine the present adequacy of data collection and
 
analysis for planning and implementing vocational
 
training programs. Make recommendations for strengthen­
ing the manpower-planning system, especially as it relates
 
to planning and implemanting present and projected technical
 
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 Council on Technical Education and Manpower
 

Development (Ministry of Education) under the general direction of its
 

chairman, Dr. Hassan Ismail. The implementation of such broad terms of
 

reference in a three-week period required that the advisor rely heavily
 

on the experience and ideas of the members of the Advisory Council as
 

well as numerous other Government and private observers of the Egyptian
 

manpower scene. The advisor, therefore, would like to express his
 

appreciation to all those who willingly shared therr experiene with
 

him and responded to his questions patiently and frankly. As a result
 

of their collective experience, the advisor was able to gain insights
 

into the Egyptian manpower and vocational training systems which
 

I/ For convenience, throughout the remainder of this report the term 
"vocati.onal training" !s used to include "technical education." 
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otherwise would not have been possible. They are, of course, not
 

respostble for any errors and misinterpretattons on the part of the
 

xpress his special gratitude to
advisor. The advisor would like to .--

Dr. Hassan Ismail, Chairman cf the Advisory Council, for hi.s Invaluable 

support and guidance in carrying out this assgnment.
 

In view of the brief period spent in ga the advisor has not
 

attempted to propose detailed solutions to specific problems. Such
 

solutions will have to evolve from an overall strategy_that-tke,-iL-Lto_
 

What has been
account institutional factors and economic constraints. 


attempted is to identify, from tle perspective of an objective outside
 

obserer, major planning and information obstacles to developing a more
 

effective vocational training system and suggest some Initial actions
 

that might be taken to begin resolving them.
 

I.
 

Challenges Faciag Egyptiaa
 

Vocational Training.
 

Because of the U't=-Aah RepubhI4c's large population in relation
 

to physical resources and the rapid rate at which Its population is
 

growing, the development and utilization of its human resources must be
 

Egyptian leaders
the cornerstone of any economic development strategy. 


have long recognized the importance of education and, at considerable
 

sacrifice, Egypt has devoted significant resources to the development
 

of its educational system. Substantial progress has also been made
 

over the years in building a vocational training capacity in Egypt.
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At the present time, approximately 380,000 young people are enrolled
 

in the secondary technical training programs o" the !intstry of Education
 

and appro:rimately 80,000 in the se,. 
 Jivy technical education programs
 

of the Mintstry of Higher Education. Vccational training alzo is provided
 

by a number of other Ministries, such as the Ministries of Industry and
 
3/
Mineral Resources, llousing and Reconstruction, Social Affairs, and
 

1griculture.
 

Nevertheless, much remains to be done. 
Demand for well-trained
 

workers continues to exceed supply by importan 
margins in several skills,
 

particularly in construction. (Indeed, in construction, skill shortages
 

may constitute a severe constraint on the achievement of construction
 

targets in future years.) 
 In additionj the increased efficiency of the
 

industrial and commercial sectors of the economy implied by the "Open
 

Door Policy" will require more and better trained workers.
 

The Egyptian Government intends to collaborate with the World Bank 

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

magnitude and quality of vocational training. The total cost of f-'. 

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

3/ The development of this Ministry's apprenticeship training p.p&C

represents the investment of significant resources in vocational training.
Between 195' and 1970, approximately $50 000,000 was expended on the 
building o apprenticeship and related program3. Of this total, about
 
$2,500,000 was contributed by the International Labor Organization

primarily for 1,573 man months of technical assistance supplied by
71 advisors. Approximately 25,000 individuals profited from these 
programs aanually during the 1954-1970 period. 7 



-4­

4/
 
But, despi te the substantialproject will be approximately $54,000,000. 


'
 
inflow of resources represented by v World Bank Loan (,,&|iroximntely 

expand and ir,.rove vocr-tional$25,000,000), total resources avai;a: to 


training in the future will be excrt.a±y limited (relative to nceds)
 

because of financial requirements foc reconstruction, nwtlitary preparedness,
 

and urgent social investment (e.f,., in housing). It is,, therefore,
 

imperative to improve the cost eifectiveness of vocational training.
 

The existing structure and methods of vocational training need to be
 

re-examined and, for each skill, the costs and benefits of various
 

training alternatives carefully studied. Vocational training must be
 

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


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

that s of training programs are allocated to areas wlere they
 

are most needed and that they, and all workers, are employed productively.
 

In essence, therefore, vocational training needs to be viewed as oly
 

one policy instrument, albeit one of the most important, for achieving
 

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

market, not primarily by the iumber of trainees graduated. The achieve­

meat of a more effective vocational training system will require careful
 

planning, an appropriate organization structure, good informat.on,
 

effi.ctent management, and dispassionate evaluation of results.
 

4/ See, Appraisal of an Education Project i, the Arab Republ.c of Egypt,
 

World Bank, January 28, 1977 ( Report No. 1285-EGT).
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II.
 

Requtrements for Strengthening
 
Egyptian Vocation-! Training.
 

There are several major obstacles th.tt need to be overcome in
 

order to improve the planning and operation of the vocational traintng
 

sys tem.
 

V1) The lack of a comprehensive manpower policy. There is no
 

comprehensive strategy for the development of Egyptian
 

human resources. Without such a strategy, widely known
 

and accepted, it is difficult to develop plans for indi­

vidual programs that relate such programs to common goals.
 

V(2) An inadequate manpower information base. The analysis
 

of the Egyptian manpower situation and, therefore, formu­

lation of appropriate policy is made difficult by the
 

paucity of relevant information and analysis. For example,
 

many planning decisions conaerning vocat'onal training,
 

both at the national policy level and at the operating
 

program level, seem to be made without sufficient under­

standing of the implications of various alternatives.
 

Nor are information flows adequate for managing and evalu­

ating programs.
 

K(3) Poor coordination of the decentralized vocational trafnin3
 

structure. The decentrali.ze4 vocational training system
 

is not adequately coordinated externally with general '
 

manpower goals or internally among traintag organizations.
 



Contact betweaen trainers and employers is inadequate.
 

Resources are not sufficiently interchangeable among
 

programs.
 

A. 	Developing a General Strategy for Strengthening
 

Vocational Training.-


Many of the issues facing managers of the vocational training
 

system are extremely complex. In addition, the decentralized structure
 

of both the manpower planning and training systems requires that actions
 

to strengthen the Government's ability to plan and implement its voca­

tional training system will need to influence a number of organizations,
 

frequently with different perspectives and unequal capacities for
 

It would be difficult simultan­participating in planning activities. 


eously to attack all problems concerning vocational training; therefore,
 

the identification of priorities and preparation of a plan of action
 

to resolve the most pressing problems will need to be agreed upon.
 

The newly constituted Hgher Council on Manpower and Vocational
 

Training (Presidential Decree 795 of 197a) presents a unique opportunity
 

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

and because it is charged, among other tasks, wfth preparing a national
 

poltcy for manpower and vocational training. The Council is also charged
 

with determining training requirements and developing a wage policy.
 

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

!!anpr and Training, which is given broad responsibilities, including
 

a role in planning and Implementing specific projects, preparing studies
 

for consideration by the Higher Couacil, and fo up e actions
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adopted by the Higher Council. It is charged with making a survey
 

aad analyzing data on existing and expected manpower, evaluating tha
 

existing capacities for carrying o: training, preparing a dovelopmentaI
 

plan for meeting the resource needs ("nc~ud[:,g instructors) of trainiag 

establishments, improving adult training, introducing new methods of
 

training and education, assessing appropriate labor intensive technology.
 

conducting manpower research, evaluating statistical data on hu:maa
 

resources, manpower employment, unemployment, labor abroad, immigration,
 

and much more.* In essence, the Higher Council and the Joint Committee 

are charged with formulating manpower ollcY.,carrinsi out manpower 
5' 

planning, and implementing orograms.
 

In order to seize the major opportunity to formulate'manpower
 

policy and re-examine the role of vocational training represented by
 

the creation of the Higher Council, the advisor suggests the followijig
 

plan of action.
 

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

all relevant information, analyze it, identify immediate and emerging
 

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

include an assessment of manpower needs, but more immediately would
 

5/ While the creation of the Higher Council presents a unique oppor­
tunfty to attack many manpower problems, unless wisely interpreted
 
and implemented, its existence could further confuse the roles of the
 
MWnistry of Planning, the Nationaal Institute of Planning, and the
 
Ministry of Manpower a.% various other mtnistries' roles in formulating 
manpower pol.cy. For a very helpful description of trainng legfslatoa 
and various agencies' roles In Implementing it, see :'Main Legislatloas 
on Traf.niag," by Mr. Khaled Tnber, D.rector General of Legal Affairs, 
Mafstry of Manpower. 



evalu'e p!aanng and implementation capacities aad obstacles to 

their .mprovumeat. A number of co.n:i% ttaes have functioned in the 

manpower field in recent years but , arally with only limited success. 

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

and analyze information to nost! *tves,'', and rnesent findings
 

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

1976 charges the Joint Committee with preparing materials for the
 

higher commission, the commfttee will be made up of undersecretaries
 

and, therefore, not constitute the strong technical staff support
 

referred to here. Because of the level of the Higher Council (and,
 

therefore, the llmited time its members can devote to it) and the
 

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

in lrcge part on the thoroughness and quality of the staff work provided.
 

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

no specifcplans to Organize : technical secretariat to undertake
 

studies on the behalf of the Council. Since it would, indeed, be
 

unfortunate if the opportunity represented by the formation of a Higher
 

Committee were not realized because of Inadequate staff support, a
 

highly technical staff should be organized on a temporary basis to
 

provide the fundamental information and research required by the Higher
 

Commission. The technical secretariat could function under the general
 

guidelines of the Joint Committee. Highly qualified technicians could
 

be recruited from organizations such as Government ministries, unlverstties,
 



industry, labor organizations, and consulting firms. However, 

recruitment should not be merely on the basis of balanced representa­

tron 	of vested interest groups (as :mprrtant as this may be in some 

instances) but the selectton of staff ;r'th outstanding technical
 

quallftcatlons.
 

The "Joint Housing Team" could be a fruitful model to follow in
 
6/


organizing a technical secretariat. The terms of reference of the
 

temporary secretariat concerning vocational training should include:
 

(1) 	Compilation and analysis of all data relevant to 0 

vocational training system; 

(2) 	Assessment of the effectiveness of the present voca­

tional training system;
 

(3) 	Assessment of the capacity of the present vocational
 

structure to carry ,iut these priorities;
 

(4) Identification of policy and program alternatives.
 

(Similar, but broader, terms of reference covering general manpower
 

policy should also be established.)
 

Support for the secretariat might be obtained from foreign and
 

international donors. Such assistance might consist of financial
 

support lor the temporary secretariat and the provision of consultants
 

6/ 	 See, I-mediate Action Proposals for Housfna in Egypt, The Joint
 
Housin3g Team, Ministry of Housing and Reconstruction, Ministry of
 
Planning, ARE, with the cooperation of the Office of Housing, USAID,
 
June 1976. Consideration might also be given to the kind of integrated
 
analysis of manpower coaducted by the International Labor Organization
 
in a number of countries, such -s the Sudan.
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;n selected areas. Following th2 fiaal report of Lhe temporary
 

secretariat, the need for and natuit. of a permanent technical secre­

tariat to service the needs of Lh,! -!r Council and the Joint 

Committee could be considered.
 

V"Second, on the basis of the rcsearch and findings of the
 

secretariat staff, the Higher Council should reassess the Egyptian
 

manpower situation and prepare a clear statement of policy objectives,
 

with special reference to vocational training. Recommendations on the
 

organtzation of maL.ower planning and implementation, with emphasis on
 

vocational training, should also be made. (Later in this report the
 

formulation of manpower policy is discussed in more detail.)
 

P/4 htrd, a comprehensive manpower-vocational training plan should
 

be prepared, including mechanisms for its implementation. The exact
 

divslon of responsibility for the preparation of this plan should be
 

specified by the Higher Council. (Later in this report the organization
 

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

Fil, the ability to implement specific manpower programs should
 

be assessed and, where necessary, strengthened. The achievement of
 

policy objectives depends ultimately on the capacity to implement plans.
 

Although the present report emphasized the role of manpower information
 

o minimize the importance of
and planning, this focus is not intended .­

assuring the capacity of operating agencies to implement specific programs.
 

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



Vocatlaal Training in matching men and jubs should be an important 

part of any comprehensive plan to fiprove the allocation and utilizatfon 

of Egypt's -human resources. 

Nor should the general strategy suggested ajove imply that all
 

project implementation should await the completion of the review of
 

manpower problemis, the setting of manpower policy objectives, and the
 

drawing up of a comprehensive manpower plan. On the contrary, because
 

of the urgent manpower needs, work must proceed as scheduled on already
 

identified high-priority projects, such as the education project being
 

launched in collaboration with the World Bank. However, the preparation
 

of a longer-term strategy should be completed as quickly as po3sible
 

before development 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 Institute of
 

National Planning) has an obvious responsibility for the planning and
 

coordination of manpower priorities. The Ministry of Manpower and
 

Vocational Training also has been given substantial responsibilities
 

for planning and coordinating vocational training with the needs of
 

the labor market. The newly created Higher Council on Manpower and
 

Vocational Training (and the associated Joint Corwnittee) has been given
 

sweeping planning and coordination responsibilities. A new intermints­

terial comnmittee, under the chatrmanship of the Ministry of Educati.on,
 

will also be charged with coordinating vocational training with manpower
 

http:Educati.on
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needs. In additi.on, several other organizations have been given 

As a resultrc.;-oasblity f1>r various aspect of manpower planning. 


of the number of organizations iw;\v.±d in manpower planning and coordi­

nation, there seems to be some uncercai.nty as to how responsibility
 

should b'e shared among those agencies. Development and implementation
 

of effective manpower policy is not an easy task in the Arab Republic
 

of Egypt at the present time for a number of reasons, including chanb[ng
 

economic institutions (e.R., the shift to th3 "Open Door Policy"),
 

limited financial resources, an uncertain political situation in the
 

region, and a difficult world economic situation. The labor market
 

itself presents many problems, including, for example, significant
 

(if by some standards relatively low) open unemployment, substantial
 

underemployment (seasonal in rural areas and low productivity in urban 

areas), emigration of many skilled workers, rapidly rising wages, 

serious skill imbalances (.&., too many general secondary graduates 

and not enough technicians and skilled workers -- a situation which 

contributes to low productivity and bottlenecks), a high illiteracy 

rate, a rapidly growing labor force requiring massive job creation, 

substantial geographic shifts in the distribution of the labor force,
 

and a lack adequate manpower data.
 

7/ For example, the Ministry of Education estimates that while the
 

desired ratio of engineers is 1:4, the actual training in Egypt is 2:1.
 

Existing institutions turn out only 1,800 technicians annually compared
 

with an estimated need of 8,000. See "Project of Institutes for
 

Technaciar. and Instructors Training for Industrial Development,"
 

MWn~stry of Education, Technical Education (Undated).
 

http:additi.on
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The need to formulate a carefully considered human cesources
 

develop-ment and utilization strategy to attack these problems has been 

recoga!zed by many analysts. Indeed, Presidential Decree 795 of 1976, 

which establishes the Higher Counc.l. for Manpower and Vocational Tra.ning, 

was in response to this need. Up to the present time, however, there 

has bean 	only limited success in formulat.ng integrated manpower and 

trai ,ing objectives. The Ministries of Planning and Manpower and
 

Vocatlonal Training and various Committees (such as the Higher Council 
_6/
 

for Training have 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 training activities to
 

specific 	development objectives, thus diminishing the contribution of
 

vocational training to the achievement of national economic objectives.
 

It is not the objective of this report to suggest specific manpower 

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 many 

complex 	 problems that will require careful consideration by the Higher 

Council 	for Manpower and Vocational Training. What is urgently required
 

from the 	perspective of the advisor's terms of reference is the adoption
 

of specific policies that can guide those resdonsible for planning and 

imple,' ting the vocational training system. The quality of staff work 

available to the H.gher Council will have a significant impact on the 

quality of the polic.es eventually promulgated. Most of the techn.cal 

resources required exist ln the Arab Republic of Egypt, but so-me finaactal 

and t.ecb!cal :Isslstnnce might be valuable in str-ngthen',tn the technical 

, fl' .. .	 i ! .: ! I{[ l.or C 'nr-c o.
 

i;' e~~~ '~ " '.~ i i: ~., ., ~.! ~b ' ~r ,~ 7 '3 P 7 0.
,.1: 	 o f 

http:polic.es
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C. P.ana~nb Structu, and Coocdinatioa.
 
A major obstacle hindering the development of a more cost-effective
 

vocational tra-ning system is the e::tr .;-iely decentralized structure of 

Tech aical education and vocational trainingthe extst.aag training system. 

are the responsibility of the following ministries:
 

v/Higher Education
 

V/ Industry and Mineral PR.suurces
 
V/Housing and Reconstvuction
 
Transportation
 
Health
 
Ministry of Irrigation
 
Communications
 
Tourism
 
Agriculture
 
Social Affairs
 
Manpouer and Vocational Training
 9/
 

Many firms also train young apprentices informally on the job. The
 

military services have extensive training programs as well.
 

Such a structure makes planning and coordination of vocational
 

training difficult, limits flexibility, and makes the system's respon-


The complex organization
siveness to development objectives uncertan. 


of vocational training hinders the sharing of information, experience
 

and resources among the various training agencie;. In addition, nince
 

occupational standards (and appropriate trade tests) are not adequate
 

in the Arab Republic of Egypt, the decentralized training structure
 

makes placement activities, cost comparisons "among alternative training
 

methods, and detailed assessment of occupational supply mare difficult.
 

9/ The term aprenticeshl.p hns two senses in Egypt. It refers to
 

traiaee: in the three-year program (one year institutonal plus two 

years combfnatton of work release study and training on the *ob) of 

the MNiMI-;try of Industry and Mfnera Resources. It als-o s used to 

descrfbv gn.ai-:y younger boys (usually relate'| to pre-;onat workers) 
w,;,o a:' . ;:i- inf~ormall1y oa Lhe job. 
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Without a central source of training expertice to consult, individual
 

Pinistries responsible for vocational training activities do not
 

adeq.uately identify opportunities for using noatradittonal training 

method. There is some evidence that, as a result, training tends to
1_0/ 

become highly institutionalized and less responsive to changing needs
 

of the labor market.
 

The Ministry of Planning has not been successful in integrating 

vocational training into a comprehensive manpower policy. The Ministry 

of Manpower has not been able to :ct effectively as an intermediary 

between vocatidnal training and the labor market. Nor have the inter­

agency comnissions that have been established over the years contributed 

significantly to the coordination of manpower policy and vocational 

training.
 

The organization of vocational training will, therefore, need to be
 

assessed by the Higher Council. While not wishi.ng to anticipate specific
 

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

required in the present vocational planning-implementation system. -Most
 

urgently required is the capacity to consider vocational training problems
 

in a broad context and not be frozen into traditional solutions by rigid
 

ministerial structures. It is unlikely that adequate vocational planning
 

10/ Several observers expressed the belief that there is too strong a 

b'as towards institutional vocational training at the present time La 
Egypt, especially at the secondary level. Based on his limited experience 

in Egypt, the kvfisor is not prepared to draw any firm coaclusi.ons as to 

the validfty of this belief, but does suggest thac, -at the planning, st.ae 
of project formulation, more attention be gfven to e:aminatioa of alterna­
t;ves involviag on-the-job training, especially for vocational levels 

betwee:1 p'evocat.onal and tecba.cia tra .nnag. 

http:wishi.ng
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and coordination ca- be achieved exclusively through intermini sterial 

com-nittees (as important as such comaittees can be). What seems 

necessary is a central authority cap.1ble of translating manpower policy 

into specific vocational training objectives. The advisor feels this 

can only be achieved through a new central training agency 
indep ndeaL 

eagageof individual ministries. Such an agency need not necessarily 

in training itself, but it should as a minimum be responsible for
 

progra.m planning, research, evaluation, and, most importantly, _allocation
 

of the vocational training budget. It should have responsibility for
 

both institutional and on-the-job forms of vocational training. It
 

should have an advisory body representing employers, workers, and the
 

military,as well as administrative officers of the various ministries
 

concerned with vocational training. In principle, many of these respon­

sibilities have been assigned to the Ministry of Manpower and Vocational
 

Train.ng, but thIs ministry is not well placed to implement this respon­

sibility. It does, however, have a vital role to play in labor market
 

analysis, establishment of trade tests, job placement, and a number of
 

other areas impacting on the operation of the labor market.
 

It is clear that vocational training must be more closely coordinated
 

with labor market requirem_ents. This not only means the deve.opment of
 

better estimates of future manpower requirements, but also improved
 

information on the kinds of skills and attitudes employers desire of 

training graduates. One means of insuring such coordtn.ati.on .s ro move
 

http:coordtn.ati.on
http:Train.ng
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spec'f fc skh 11 trainag closer to the productive process by mak ing 

greater us2 of industrial establish:ents as tral.a.ng &.gents. 

AnotheL me.ains would be to xcrease tle dialogue between employers. and 

trainers through advisory cot.. , returning instructors to i.nduatry
 

for working sabbaticals, using experienced workers from industry as
 

occas;o.al lecturers or demonstrators tn vocational schools; and
 

encouraging more frequent visits by training administrators to employtng
 

establishments.
 

VTechnical assistance zould be helpful in two ways in streagthen.n* 

the structure of the vocational training system. First, through providing 

the opportunity for "sinnnnrs and managers to visit countrIes 

that have attempted various solutions to coordi.nating vocational training.
 

Technical assistance also could be valuable in helping with the design
 

of an appropriate vocational training management structure.
 

D. The Manpower Informat,'on Base.
 

Another major obstacle to more effective plannang and operation of
 

the vocational training system is the Inadequacy of manpower data nnd
 

analysis available to policy makers and managers. This is true of both
 

,a) general manpower data showing current and projected labor market
 

trends (e..., employment, unemployment), the structure of employment in 

varLous occupations, and ski11 requirements ;n different o.ccupattoos; and 

II/ This could also bave a stgn..ficant posit've impnct on tranin; costs. 
It woild not, of course, eliminate the nend for w,ore or less tradi 1.1oa 
instl'':it. onal tra.ning wh-*ch would still be .oortnnt for suptiemo­
tratn;::g, skill upgrading, and technic~an trafning. . _. r-.- / 

http:tral.a.ng
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(b) dace rtulating to the coptrol and management of vocatf.onal trfu nag 

and othar manpot¢ar organizations (e.a., labor registration offiins). 

Policy makers, planners, and managers need access to both kinds of data, 

but the first type will be of more Importance to policy m:iker... and 

planners, while the second type will be of special significance to
 

managers. Analysts frequently are required to draw upon both kinds of 

data in studying a problem. The first kind of data helps answer
 

questions concerning 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 second kind
 

of data provides information on how specific vocational training needs
 

can best be met (e.g., through on-the-job training or through institutional
 

training or some combination of these), and helps measure how efficiently
 

training in specific skills is being provided (i.e., how well resources
 

are being utilized). In numerous problem areas analyst- intermingle
 

both kinds of data.
 

(I) General purpose data. In Egypt, the Central Authority
 

for Mobilization and Statistics has the principal responsibility for
 

collecting general statistical data. To a lesser extent, the Ministry
 

of Manpower and Vocational Training is also responsible for general
 

12/
 
labor market data. The Ministry of Industry and lineral Resources
 

12/ The Mlin.stry of Manpo'jer is charged with important labor market 

data collection responsibilities concerning the gathering of tratnh:; 

requirements. See Presideatial Dccree No. 7 of 1972 providng far 

the respoas bi,lties and organization of the nNist.'y'of 1a p'er. 



and the Institute of National Planning, as well as a few other agencies, 

also collect labor market data from time to time. 

There are several weaknesses in the general manpowar-information 
13/ 

system. Published labor market datn are not current. Data are not 

published in adequate detail to help policy makers and planners. 

Technical descriptions of concepts, definitions, and data collection 

techniques (including questionnaires) are not routinely published. 

Approximate margins of error of data are not available to users. Little 

or no analysis or interpretation accompanies published data. Little 

planning seems to be underway for analytical exploitation of the 

recent census. 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. In general, there seems to be inadenuate 

concern on the part of data collectors with the needs of data users, 

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

collection. 

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

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

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

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



be the formation of statistical user groups to advise the Central 

Authority for 1abilization and Statistics and other data collector: 

Such n collabo.vat.ve effortperiodically of users' informationi needs. 

between users and producers could ser%.2 as a means of reviewi.ng the 

manpower information system and preparing a general plan for its
 

improvement. The Arab Republic of Egypt may wish to consider sponsoring
 

a statistical users' conference to assist users in understanding the
 

Government's statistical programs.
 

V1 More emphasis should be placed on the development, publishing and
 

dissemination of technical information concerning concepts, definitions,
 

collertion methods, and approximate error margins.
 

9/Data collectors should attempt to build consistent time series
 

wherever possible in contrast to irregular surveys.
 

Aiuch greater reliance can be placed on sampling as a means of reducing
 

costs, and speeding the availability of da:a.
 

An effort should be made to obtain b.tter information on the probable
 

demand for Egyptian workers by other countries. The planning of vocational
 

training programs is presently made difficult by the absence of adequate
 

information on the movement of Egyptian workers to other countries
 

(especially Saudi Arabia, Libya, and the Gulf States). Little is known
 

about the work experience of expatriate Egyptians, or future needs of
 

the "importing" countries. It is, of course, dtfficult.for Egypt (or 

any other individual country) to collect and analyze such daLt, and, 

http:reviewi.ng
http:collabo.vat.ve
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therefore, 
an effort should be made to develop such tnformatton on
 

14/
 
an international cooperative basis.
 

1/Finally, the users of data need to be helped to interpret statistical
 

evidence. 
This could be achieved through holding short seminars and
 

preparing Yuides for statistical users. If decision makers are not
 

able to use statistical findings in solving problems, the substantial
 

cost of collecting data will be wasted.
 

(2) Management tnformation. While the principal objective of
 

general manpower information as related to vocational training is to
 

orient vocational training programs to present and future labor market
 

needs, the purpose of management data is to improve the control and
 

management of vocational training units. 
 It is made up, in large part,
 

of administrative data internal to each operating organization. 
Better
 

management information can make an important contribution to increasing
 

the cost effectiveness of the vocational training system. 
In order 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 continuing flow of prompt, accurate, relevant and well-analyzed
 

information (both statistical and non-statistical) to managers. 
When
 

14/ The International Labor Organization is undertaki.ng two relevant
 
projects, one of which will estimate the volume and characteristic3
 
of future labor demand in the Arab OPEC countries,and the second which
 
wtll develop a model of planned migration in response to the projucted
 
demand.
 

http:undertaki.ng
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suc. rnfor is analyzed in combination with gen.ral,tioa carefLtlly 

it can indi.cate to managers where decis.onseconomic and manpower data, 

need to be mad;_- and give some indication of the implications o alterna­

tive dects'ons. Present manngement information systemF in Egypt seen 

Traditional
inadequately designed to imeet the needs of decision makers. 


effort to analyze Lt fn
accounting data is collected 	without sufficient 

the a have- been ways useful to managers. In past, number of courses 

offered for employers by the 	Ministry of Industry and Mineral Resources
 

i-t the design and implementation of management information systems.
 

These courses need to be revived Eid expanded. In addition, similar
 

should be designed to meet the needs of government administrators.
 courses 


One of the principal information gaps faced by Egyptian managers
 

the work experience of training
of vocational training programs concerns 


Managers need to know how well the graduates of their programs
graduates. 


have met the needs of the labor market. Was the tratning they received
 

Did they have addquate orientattoa to
relevant to employers' needs? 


What were the specific strengths and weaknesses In
 the world of work? 


their training? How do graduates and employers evaluate the traintng
 

graduates received? Several 	ministries currently carry out follow-up
 

activities related to tbeir train'ng, but these studes are generally
 

limited in scope, and restricted to the needs of the mi.nistry
occasional, 


the Mi;nstry of Industry and 	:.Unera]conducting the follow-up Qe.g., 


up its graduates prixarrly to determine whether they

Resources follows 


received the requ; red numbers of suppieknentary Lraini.ng hou'- res :e
 

http:Lraini.ng
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by the.lr appreAt.ceI: ip program), However, at the pres'ient ti.e there 

are no adequate statist.cal programs to obtain good follow-up i.nfoLvmatf.on. 

Tihe l.clk of adequate stiatistical data is made worse by the limited 

personal conitact betweoa training institutes and graduates and employers. 

Inspectors nad other personnel seem seldom to visit employers and f&'w 

employer advisory committees function regularly. This situation is
 

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

have extensive experience in industry.
 

What is required, therefore, is a means of continuing assessment
 

of the work experience of graduates of vocational training programs at
 

reasonable cost. Several steps could be taken to build such a capacity.
 

First, research should be undertaken to examine the most feasible and 

economic methods of conducting follow-up surveys in the Egyptian settig. 

Statistical tracer surveys can be very expensive and the quality of data 

collected through them depends, in large part, on how well the survey 

takes account of cultural and institutional factors. Therefore, effective 

tracer surveys require careful testing before laun'fhi.g on a large scale. 

A number of pilot tracer surveys should be undertaken as soon as possibl.e 

and used to develop cffective follow-up survey procedures appropriate 

for Egypt. Development of good sampling designs could substantially 

reduce cost as well as increase accuracy of such surveys. 

the findings from the pi.lot surveys, a comprehensive
_7 based on
ISec Id 

sample survey of employers covering graduates of all vocational train5.ng 

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

is one advantage, s nc., cnllecti.on costs would he lowter tba: tranc;1 

http:cnllecti.on
http:train5.ng
http:i.nfoLvmatf.on
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individual graduate:;. Anot:het" advaatge i.s that a conipreheausvo tracer
 

sample surrvey of employers could provide data on the compa;.abi|ity of 

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

invaluable in design.ng a more cost-effective vocational trani.ng system, 

and., therefore, should be completed in time to assist the propo3ed
 

temporary technical secretariat to the Higher Council for Manpover and
 

Vocational Training.
 

Third,!a permanent central capacity for conducting tracer surveys
 

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

the central vocational training agency proposed by this advisor, but it
 

could also function In an existing government agency, in a unversity,
 

or even as an independent organization.
 

Such an organization's programs could take a number of forms. For
 

example, comprehensive 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 individual institutions, the "central capacity" could assist
 

training institutions in sample design and the techniques of follow-up
 

surveying. This adv[sor prefers an annual comprehensive survey based
 

on smaples of employers supplemented by institution-sponsored surveys
 

of graduates conducted jointly by te "central capacity'" and individua! 

trainlng institutes. P.owever, the exac. nature of the recurrent sampling 

is less important than the requirement that it be doa. v'egularly and 

with statistical accuracy. 

http:trani.ng
http:design.ng
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There are also many non-statsttcal means of increasing the flow 

of in~orinattoa between trairner and t:mployers; for example, advisory 

comLi,ttees, givi.ng instructors working sabbaticals in industry, obtai.ning 

the scrvices of skilled workers as occasional lecturers, etc., in training 

institutes.
 

(3) Other Information Problems: Manpower Planning at the
 

Establishment Level. The carrying out of effective manpower policy, at
 

the establishment level depends on the employer's ability to analyze
 

and project his manpower requirements in the context of national ob­

15/
 
jectives. In addition, the quality of manpower data derived front
 

surveys of employers depends on the ability of employers to respond to
 

requests for information. For example, national estimates of future
 

-
manpower requirement based on employers' estimates are oily as good as
 

employers' ability :o estimate their individual requirements. It is,
 

of course, true that the employer's ability to plan his manpower needs
 

depends, in large part, on the availability of good sectorial plans 
to
 

which he can relate his own manpower planning. However, while awaiting better
 

sectorial plans,work profitably could begin now on improving employers'
 

techniques of manpower planning, through conducting brief courses for
 

key industry personnel concerning techniques of manpower planning at the
 

15/ To the extent that employment levels in establishmaents are determined
 

by labor supply, objectva assessment of labor demand is of limited
 

value. But even in such circumstances, analysis of realistic staffi1g 

requirement,: allow analysts of the difference between actual staffi.ag
 

patterns axl technical requirements. 

http:staffi.ag
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Maalu-s and other materials could be preparcd
establishment level. 

to aid employers in ,,npo "r planning. Finally, consultants and 

be available to employers aL required.
technical assi.stnace might made 

of National Planning, in collaboratioa with tha PL-odu.tfvlty
The Insti.tute 

serv.cas if 
and Managemena Centers, should be able to provide these 


given necessary resources.
 

exchange among vocational
(a) Professional information 

Little exchange seems to take place among training 
personnel

trainers. 


of the various training organizations. In many instances it seems that
 

even inadequate among tratntng
exchange of professional information is 


personnel working in different training schools operated by the same
 

ministry.
 

An important means of encouraging the exchange 
of informatlon and
 

increasing the professional competence of vocati.onal 
trainers would be 

the creation of a professional vocational training associatioa. Such 

association could include indi.viduals interested in related fields
 an 

The association could disseminate general
such as vocational guidance. 


professional information concerning vocational 
training techniques and
 

the experience of Egyptian trainers.
 

(b) 	 Vocational guidince informatUon. Considerahle concarn 

expectationsto the advisor about unrcalist;c employmentwas expressed 

aducatl.oi. 
of young people, and t1e of formal academic"o-cerval; ng" 

This largely reflects trad ti ona] intt tudas aad only in -it a r:t'ontl 

.'to egi"S.- ,f econo-.C- iNd soc ;' r.::r:B:. . tt c c ar ±r gu:'. Zc 

http:aducatl.oi
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inormatoi.aloac Will not be suffi.cient to change students' (and
 

parents') evaluations of alternative employment opportunifteO. But
 

the pre,,,nration of career information and its dissemination ustn. 

film slides, tape cassettes, and other modern information del ivery 

techniques could m:ake an important contribution to.improving young 

people's awareness of emerging opportuaitLes in the labor market. 

(4) Applied analysis of manpower data. Much -reater emphosts 

needs to be placed on the analysts and interpretation of manpower and
 

vocational training data. The effective utilization of ihformation 

requires that data be carefully analyzed and presented to decision makers
 

in a form useable to them. A number of things need to be done. Much
 

greater effort is required on the part of analysts to work close) with
 

Jecision makers to ascertain their specific requirements. In addition,
 

stronger aaalysis capacity has to be developed !n operating agencies
 

such as the Ministries of Education, Industry and Mineral Resources,
 

and Housing and Reconstruct~oa, 'In analyze problems of special interest
 

to them. The Joint Committee for Planning Manpower and Training (or
 

other appropria;-e organization) could serve as an important forum to
 

keep tndtvidual agencies informed as to the work of their colleagues *xnd,
 

thus, to make research mutually si'jporting wherever possible. The capacity
 

16/ Under the World Tank Education Project, provision is made for 12 

months of t ech-n-ca ass6sa-ce6to- d]iop-estimates-of-long-term mn ,wer 

needs, and it has e---i------d--t nates w 1]-eay-i 

-- pr years heIce). -owever, the prepara­

tion of.such estimates wll not reduc4 the need to strengthen the g;aeral 

informatOon and aaalysis capacity of the Mnistry. Loag-ter '.. esti~ite$ 

of future manpow,er need:; are a necessary first approximati.oa but, b%.:ause 

they caa, at bast, o-l abe:aroxf;at.oas, ctrrent flow of l-d:..-Pg',d 

manpot.:2r ;nform:!tLon i.U cequ rid to i-L dea.s on n.: :et.x; k0:i, ci.lum­

st;~,oce.; !.iage ais ,, 1 he: targ-,,t; ari -! ', m: 

http:approximati.oa


of the Nni.stries of Planning and Manpower and Vocational Training 

to analyze general manpower and labor market trends must be strengtheazd. 

In addition, there needs to be a central source for the analysis of 

vocational training (preferably in a new central training organization 

if it were to be created) since many vocational trafnng_ problEins are 

ccm-on. to all training agencies and because some problems transcend the 

interest of individual organizations.
 

Certainly Egypt possesses a considerable number of trained economists
 

and other professionals to undertake the required analysis. Some technical
 

assistance might be helpful, however, in designing applied mtapower
 

research programs, techniques of applied manpower analysis, and helping
 

Egyptian technicians identify the needs of decision makers.
 

III.
 

Construction Labor Requirements.
 

Construction, especially for reconstruction of the Canal Zone and
 

for improvement of the housing stock, is expected to be a high priority
 

in the Arab Republic of Egypt during the im~zdiate years ahead. A
 

potential bottleneck in achieving construction targets will be the lack
 

of construction skills. Not only must Egypt meet its own construction
 

labor needs, but it must also contribute to the labor supply of other
 

countries experienctng construction ooms, e. ., Libya and Saudi Arabin.
 

The high demand for construction workers is reflected in acceleratiLxg
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17/
 
wages and skill shortages. 

The Ministry of Housing and Reconstruction hopes to meet the need
 

for construction workers through a large-scale training program. Part
 

of the terms of reference uf the advisor was to "review the manpower
 

needs analysis section of the IOHAR'Training Agency Project proposal
 

to determine its adequacy for project planning." However, the only
 

MOHAR document concerning the projected training activities available
 

to the advisor was "MOHAR Training Agency Project IV," dated December 

This document contains little analysis of manpower needs. The
1975. 


MOHAR estimates that approximately 300,000 additional construction workers
 

need to be trained during the 1976-80 period. The Ministry assumes that
 

a large percentage of the new workers will be trained in tbe projected
 

Ministry centers (or in second shifts of Ministry of Education Centers),
 

and relatively little emphasis will be placed on the capacity of employers
 

to train additional workers. These estimates are recognized by the MOHAR
 

to be approximations based on fragmentary evidence, and subject to
 

17/ 'he advisor was told that shortages of skilled construction labor
 

has resulted in the slowing of some construction projects and the
 

importation of foreign construction workers. The USAID/ARE Joint
 

Housing Team reported:
 

There is a general shortage of construction labor, particu­

larly in the skilled categories. Many craftsmen have left,
 

attracted by the higher wages offered in the surrounding ol­

rfch countrT.es. The shortage triggered a rapid increase in
 

local wage rates that was compounded in the past several years 

by the magni.tude of the reconstruction effort and the premxunrs 

offered to workers in the reconstruction zones. Imediate 

Action Prooosals for liousi ni "n Evypt, 1976, p. 54. Also 

see th St;-tistical Anpiead;x of this rapart, Table VT-!, p-ge 7:3. 

http:countrT.es
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modificatio-i as better i.nfoL'matioa and analysis become avalohi blb. 

The estimates are pri.rmirily based on correlations betweea p,-.;t c.:.istruction 

exp erience of th.- MOAR relating enp1oy;-,ent to constructi-on leveIs. Such 

techni.-ues yield net ;ncreases i.a labor requireme-nts only na.1d do not 

allow for replacement needs, changes in construction tchnc!u.es) t.'.-2 

compos 1ti.on of construction, and changes in the relative prices of factor 

inputs. The Ministry of Housingand Reconstruction document franekly 

recognizes the approximate nature of the u,-derlying manpower needs 

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

MOHA1R training centers, also recognizes the need for better analysis and 

has included provisions for technical assistance to strengthen the 

Ministry's data base in its education project agreement with the Egypt ian 

Government. However, even more emphasis needs to be placed on the
 

building of adequate applied analysis capacity to assist decision makers
 

in interpret.ng data.
 

In a rapidly changing situation such as that which characterizes 

the present time (and with a poorthe construction industry in Egypt at 


data base and with large numbers of workers leaving for other countr.es),
 

always be difficult to esti.miate future labor requirem.nts wf.thit will 

a comfortable degree of confidence. This implies the requiremnat for 

a staged expansion of MOHAR traininag programs &;th expansion based on 

results as measured by its impact on th_ labor -market. 

Wbat is cruc.al -n such a situation is that projections be tret:ad 

as necessary first approx ;,la!.ons and that a good information syo:eav 

b : . ' i b.~] " rd * .n1ob; ri. ':. :'i " Ito ,a - . ch.;. ,.: .. ......... 

~ ~ :~)55~l.~* ~' '~t*ofA: t'.7: 2 1kij t 

http:countr.es
http:interpret.ng
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react c;ujckly, the inevitable errors as.sociated with emPloyment fore­

ev.dence thatcast.inS w;.1l be minimized. For e:ample, there is some 

of the graduates of the Ministry's traning' .Sgnificant percentage 

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

need to be measured, analyzed, and management alternatives identified. 

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

for managem-ntdata) the seriousness 	of the si.tuation and, thus, the need 

decisions will be difficult to ascertain. Therefore, substantial
 

attention needs to be given 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 construction 
training program3.
 

IV. 

Summary of Principal Recommendations.
 

possible

1. A plan of actionlshould be agreed upon as quickly as 


for strengthening the Arab Republic of Egypt's capacity to 
plan and
 

implement manpower and vocatioral training policies 
and programs.
 

This strategy should be promulgated by the newly-created Higher Council 

for Manpower and Vocational Train.ng (and its associated 
Joint Committee
 

The plan of action should include
 for Planning Manpower and Training). 

provisions for establishing strong technical support to the Higher 
Council 

review of Egyptian manpower problems,
in carryl.ng out a thorough the
 

solve tham, and the capac.ty of

exploration of viable 	alternitives to 


to plan and implement the requ red solut!ons.
 
present organizations 


for,i genri

Based on these findings, tihe Nigher Council should I.. 

http:capac.ty
http:carryl.ng
http:Train.ng
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manpower objecr1vcs and assign responsibility for their mple;n-,tat 'fn. 

The lHigher Council should continu-: ;',! monitor and evaluate Ihe exacCtL -Jon 

of gea ral manpower policies. Ad.c. U Itechntcal support for the C, ,acil 

will requi.re the estiblishhneat of k srtong secrctari.at. Th sec.-Ctardat 

h!ghiy-qyalifiedshould have a temporary mandate and I, made up of 

in out governm,ca. At the completton of 
technicians from_ both and of 

s review of the manpower situation for the 
the technical secretariat' 


permanent technical

Higher Council, the need for and nature of a 

secretariat should be studied.
 

2. Coordination-af the present decentralized structure of vocational
 

of a single authority.
.training needs to be brought under the control 

NSuch an authority could take a number of different forms; however, it
 

should, as a minimum, have responsibility for 
translating policy
 

. directives of the Higher Council into specific 
vocational training
-

programs, monitoring and evaluating the i.mplementation 
of these pro­

to the Higher Council, conducting 
g-rams, making periodic progress reports 

impor­to vocational training, and, most 
research and analysis relevant 


tantly, allocating vocational training financial 
resources among the
 

vari.ous training agencies.
 

A much greater effort should be made to relate 
vocational
 

3. 


This might be accomp)lished

training to the requirements of employers. 


through. better labor market research; more emphasis 
on on-the-job
 

to ndustrial establishme:nts
training; assignment of vocatfonal teachers 

craftsmen in
 
to update their work experience; the use of industrial 

http:secrctari.at
http:requi.re
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the vocatI.onal training system as teachers, monitors, and/or demon­

strators; establishmuent of m:nagei.tX-Ibor advi.sory committc,-s; and 

more frequent visits by administrat .,rs to industrial establishbinns.
 

4. The capacity of the Ministry of Manpower and Vocational
 

Training 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 pky 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 defiiitioas and standards, to administer trade tests, to develop
 

and use guidance materials,-and to carry out placement activities.
 

5. A number of actioits should be taken to improve the manpower 

information system. [First! data collecting agencies need to develop
 

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

system more responsive to the needs of data users might include the
 

holding of periodic statistical user conferences, inwhich data programs
 

are explained and users make their-needs known. In additionl statistical
 

advisory committees could be eitablished for each of the major data
 

Data collectors should work
collecting agencfes (or by subject area). 


more closely wth the university community. More emphasis should be
 

to assist data users in interpreting
given to publishing technical notes 

Huch greater reliance should be made on sampliagstati.st'cal sources. 


sntnie costto nprov'e tI-e nccuracy, SS, .:~d ffective .'-Ie 
tec ru.t:s 


0f ' I oLIcO0C 0-. aLi on A I)o lIa V . LO s LMO :',aZV., OU,, t ... 
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the ;nanagement. inforimation system-.; of vocational traia,.ag- or-gvi'zat oas 

had fndustrial escablisiments. 

Although the pri.ncipal responsiL1 icy for improving the manpower 

information system rests with thb Catcal Authority for Mobilization 

and Statistics, several other agencies have important roles to play .n 

this endeavor. For example, the Ministry of Management and the Ninistry 

of Industry and Mineral Resources (through its Management and Productivity 

Centers) could make a major contribution in strengthening of management
 

Or, for example, university statisticians could
information systems. 


provide helpful advice on sampling techniques, data processing, and
 

preparation of technical notes.
 

6. The 	Arab Rtpublic of Egypt should cooperate with appropriate
 

regional 	agencies in developing better estimates of regional manpower
 

aajdmad for the region. Without such data, it will be difficult
stipply 


There_ ...re
to anticipate future demands on the Egyptian labor market. 


presently Jw1twInternational Labor Organization projects underway to 

develop better information in this area; however, other international
 

agencies may also be able to make a contribution in this field.
 

7. The 	development of adequate follow-up surveyl.ng should be
 

among the highest priorities in strengthening the information base. This 

should be done in several stages. First, a series of pilot sample surveys 

conducted to develop 	 tee1al.que,;should 	be In order and test tracer 

appropriate for the Egyptian situation.In aditfon to tracer surveys
 

of ind!vidual programs, ani effort should be nad: to 

s-u ,- surveys of bshvents I1n or,-:, to nileo' c op'ef '.. 

of tr .;.:':.... . ....... . and est.matc W" t.,:, ".'ir':: o, 

http:situation.In
http:surveyl.ng


capacity should be developad capablt ol conducting periodic compre­

heas v surv:Y s and assisting ivd-; :!uil training agenc.es to conduct 

surveys of particular interast to 

8. Much greater empasis ru:;t b, placed on the analysis of 

manpower and related data n a for,. relevant to the needs of decis.oa 

makers. One inumediate requirement is the develop*ient 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 different
 

There should be a central
perspectives and needs of the various agencies. 


focus on broad manpower problems, most obviously in the Ministry of
 

There also need to be strong analysis capacities in agencies
Planning. 


such as Industry and Mineral Resources, Education, Manpower and Vocational
 

Training, and Housing and Reconstruction, and the proposed central 

-- not to duplicate thevocational training authority (item 3 above) 


research of the Ministry of Planning, but to focus on the specific
 

problems of the individual agencies. A coordinating mechanism 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 employers to plan their manpower requirements 

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

of short seminars and the preparation of manuals. 

http:decis.oa
http:agenc.es
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dual-concered with
10. A national aso 

vocational 	 training snould be created to increase the echange of 

.,:aas of coatinuing the
professional information and provi..* 

of workers !n the vocational training field.
education 

A program of preparation of occupational guidance materials
11. 


should be inaugurated to improve the understanding 
of students, teachers, 

and parents of the changing employment opportunities available to young 

Such material should be designed for distribution 
via 

workers. 


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



- 37 ­

'APPENDTX
 

Princt al. "itacts 

Dr. Salah Hamed
 
-Americaa University Cairo 

Ebada Sarhan
 
Director, Institute of Statistics
 

Cairo University
 

Dr. Abdel Megid. El Abd
 

(Former Undersecretary, Ministry of Manpower)
 

(Former Director of Training in Army)
 

Director, Human Resources Development Center
 

Mustapha Ahmed
 
.Undersecretary of Ministry of Manpower
 

Abdel Raoof Farag
 
Undersecretary of Planning
 

,4.A. Rousndy
 
Director General of Productivity
 

and Vocational Training Department
 

Hinistry of Industries
 

Engineer A. El Kholy
 
General Controller for Technical
 

Tnformation Services
 

/ie K/Ef-JI'Ah! ate~o4 

Dr. Iman Salim
 
Demographic Center
 

Andrew Payne
 
British Council
 

J. S. Trives
 
UNESCO Project Coordinator
 

Training I.nstituteTechnical Teacher 

Kubbn Cairo
 

Dc. Isntafl Sabry Abdullah
 
tute Planning
Director, Iast . of 



- 38 -

Dr. Mongt
 
Chief of Maapo'jer Section
 
Institute of Plaaning
 

Dr. Mahmoud Omar 
Expert, I4anpower and Proructivity ?lnning
 

Institute or Planning
 

Mrs. Ragaa El Askalany
 

Department of Statistics
 

Ministry of Manpower and Training
 

Mr. Housny El Khateeb
 

Department of Manpower Research
 

Ministry of Manpr"wer and Training
 

Mr. Atta Mohamed El Eliary
 

General Director of Vocational Training
 

Planning MOM&T
 

Medhat Mohamed Aly Gad
 

Vocational Guidance Director MOM&T
 

Eng. Ahmed El Kousy
 

Ministry of Manpower 

Dr. Eng. Mohammed Kernel Elewa
 

Department of Vocational TraniLng Planning
 

Kamal R. Mazloum
 

Deputy Director General
 

Department of Statistics
 

MOM&T 

Mr. Hasem
 
General Director of Statistics
 

Ministry of Education
 

Dr. Ibrahim Abdel Hakem
 

Undersecretary for the University of Industry
 

Product.on Efficiency and Vocational Training
 

Affairs
 
14tnistry of Industries
 

Prof. Moharned Mustapha El dtlaly 

Adv'sor on Techntcal Education
 

Mnaf.stry of Education Cairo
 

(Prof. -t.,d Hfead of Mcc!;i,,1 ,ng : e eri ag
 
Caro)D.2part:nent .in Shams Unfvirs;ty, 

http:Product.on


- 39 -

Tag El Din Safwat
 
Director, General Manpower
 
Structure Studies & Research
 

Nazth Daif
 
(Former Minister o$ Finance)
 

AMr. Maragy
 
Program Representative
 
International Labor Organization
 

Mr. Samuel Bunkor
 
Resident Representative
 
-Ford Foundation
 

Eng. Fahmy Tolba Hassan
 
President
 
Training Organization
 
Ministry of Housing & Reconstruction
 

Hasan El Sahar
 
Architect, Ministry of Housing & Reconstruction
 

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

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

Eng. Hassan Morsy
 
Ministry of Housing & Reconstruction
 

Eng. Mohsen Rady
 
Chairman
 
Nasr Forging Industry
 

Abdel Moneim Akef
 
Head of Follow-up Section
 
Production & Vocattonal Training Department
 

Eng. Ayoub Abdel Mesih Risk
 

General Manager for Techacal Affairs
 
Nile Repair Automotive Co.
 
Abassin, Cairo
 

Eng. Sidki Soliman
 
.(ForvMr lniater of Energy)


,'..'.7 *;i:, :.!a t .,'c) 



Dr. 'a13h El Hamosany
 

MWnister of Social Affairs
 

Dr. Salah El Abd
 
St:nior Un-lerscretary for Ruralt D ).IVent 
Ministry of Agriculture
 

Ibrahim Moha.mad El Shlazley
 

General Director of Pre-vocational Training
 

NMnistry of Social Affairs
 

Mohamed Ahmed Mashoor
 
Mechanical Engineer

14OC-IAR 

Mohamed El Touk 
Accountant
 

MOHAR
 

Ismail Gebril Mohamed
 

Director
 
Ismailia Training Center (MOHAR)
 

Usry Kansowa
 
Deputy Minister
 
Ministry of Administrative Developmunt
 

Also visited were six Vocational Training Institutions of the
 

following Ministries:
 

Educati1on
 
Industry and Mineral Resources
 
Social Affairs
 
Housing and Reconstruction
 




