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I. 2mtrotios 

he *vlsor' temporary asignowtt zrom rbrury 3 - Jaw 3)# 

1976. vs carried out under the onsorhip of the mated ftates 

Agency 	 fo Intenational Develqpment (USAID). aUlly, the 

llnmwt vmas undertaken by LMAID in aope a io heWks 

Alwiewy CoUcill on Tonihcal BArcatio sal N sr 93wa1qtm1, 

beeled by D. 8asa n Ismil. Over the aurse of tbe GOeise te 

bamver, the assignent wes epmedd to serve other rqe ttiv 

of the 4ptian Government. In porticular, this rxert is alS 

aimed at assisting the offorts of the WlatLmal ommittee 

Nip r and Training, headed jointly by or. as Aou Ta? b 

a" D. All SUemy. 

55i Mature of the asignent was to anect ma'emos 

ad the feasibility of developing a resources demtmhuman 	 f 

yst m in agyp . USID-Cairo hoped the advisor osulA Initiate 

md assit tCVe development of that system; pr-'Ie a doolis 

smalysis and reooaemi.tions for projects submitted to Of= 

for financlal 8mppoft; W, ,sist in the day-to-day analysis 

o bmm reseume topics, as needed. 

In these tex"m of reference, the advisor has bAd ome 

sme sad rum failure. With the help of Mes. Ismil., 

omu Tal* and others, efforts wre andorvey to develop a % 

rm 	 rm info mation system but, this report does at ontain 
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O antalyss Of any human resource information. Vecang the 

devloqmmst of the information symen is still in its eryaic 

stages the advisor has nct been able tr, propose as detaile4
 

reciniatimts as anticipated. On 
 the oth'r hand, the nature 

sf the human resource problems facing Egypt and the bead 

-pectum inter st f.)r which this report Latmedof groups is 


to em, has expanded the terms of reference to inclUdo hmman
 

resource plmiaft and policy making.
 

In the sad, this report is &A assesmnt of the feasibility 

of developing a lyman resourcecomrehensive infomatiwmi, 

plamaliq, and policy system. The primary purpose of the report 

is to bloghigbt, fr the persupctive of an outside observer, 

mm of the major Information and institutionai obstacles to 

effective resource planning and policy makinq its secmdexi 

purpose is to suggest me action that might be takon to begiz 

a reeIst,14w the problems. To that end, the repirt will 

disuiss the geseral him resource setting in ftypt, present 

a pSvasl plas !or addressing those probleda, outline sam 

ecIfic actiose the GoverumAst of Egypt may vish to take, sad 

Pr4wie em epecific recndations for USAID, should it 

absos to assist this effort. 
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11. 	 fte Osm asciros settbaq La 29ptu Problems ad Obstacles. 

POOLe the Goverm t of wpt's (am1) Ueg tume as" "S 

ft a devolqlmt of Its human reouroes is a oeatm 6d 

l soemml dev mlqmmt strategy ad the sduetat r.glss 

ilt b 1"S owrd de"Ol91" its .4eatiomal OSbm. ms, 

-ed--mal mmmOmr pOblenM persist. PeWAW $60e010 

mog thes peb la i lnptIt the epaemt Liee ettes 

ad SWIdMU1isatiom of its bun" reeouros. 3,Y$ #eer t 

hw W ~sVPlV of scoasically trained POople ad ft 

uy o m -skilld, skilled a todaiosl mmp~r. 

Uhs Govesmnmt of gypt to awre of the problems eet 

Ankaam in the dineA d " iply of labo, and 4wons to he 

tdiAg meawres to address the problm. ?F a fe annmt 

tiwe'you plam set as objectives, moeg othwee, a )nt ms 

MiiVmuty Wrllmeat, the dv epmant a Of Setss ­mt 

tedl emcation training,. ad the r.-evelmatun of pse 

bustiesal policy based an the actual Meds of ssiet. 

In epit eof the five yew plan, exoge" ftmos d O r 

1isent PsUcies, osfliot with its objectives. a put ad 

the laosms policy, the GOrnnmt provides OlWSqmmt to al 

go4e6 of hgher education uaabZe to ftnd wwk. Mue~# 

the m ast eblles may wage aoles by. fist. fti 'umo 
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policy tends to strengthen the already strong bias iong many 

Dgyptians for an academic education while the latter tends to 

Oliminat. market forces and inhibit the flow of workers into 

scarce (and otherwise high wage) occupations. The migration 

of gyptian skilled and unskilled workers to other higher me 

Arab states continues to cause skill shortages and bottlenecks 

in certain secters of the economy. The 'Open Door Policy" 

ad, its iqplied increased efficiency in many eoonoic sectors, 

1hould increase the demands for more and better trained workers. 

Although it is the result of imaz contributing factors, the 

problem of labor market imbalance seems to have been exacerbated 

by two factiorsi 1. There does not seem to be a coordinated aed 

8rehsmelive human resource policy and 2. the human resources 

infemstion system currently available in Egypt is inadequate 

for plming and policy making. Obviously, these two obstacles 

re Imentricably connected, planning and policy fecoulati is 

ma difficult by the lack of relevant information and analysis. 

A. Intematiom setting 

there are perhas two sets of information that ae relevent 

to the problem of labor market imbalances labor market Lanosmtiom 

Mad data aout the management of the educationl and mmmr 

traiLg 9ymM. The first kind of data provides ldicators 

of the adopmer needs of the economy, the seomd kind of data 

provides information about how well the training system is 



meting the needs of the ecnoy. Both kirds of data are 

relevant to planners, policy aakers, training progr msnmager. 

and educators. Indeed, Pll client groups frequently draw vroa 

the m, of similar, information to study a problem or mme 

Judicious decisions. 

1. Labor m~rket information 

There are several sources of labor market infeo tio is ig3pt. 

The major sources are the Central Agency for Public MbilinsatmU 

and Statistics (CAPIAS) and the Ministry of Manpowr ead Voatcmual
 

Trainiag (NMONT). Secondary sources include the astitute of
 

National Planning (IMP) and a variety of occasional studies oomdu-tA
 

by individual sectorial ministries, such as, the Ministry of
 

Industry or the Ministry of Housing and acon~xtruction. Ustoctumatisly.
 

so one agency hav the responsibility, authority and leadersiip 

to develop a ccmprehensive labor market information system. 

CUMS has the principal responsibility for collecting general 

statistical data in Egypt. As such CAlW collects moet of the 

data elements needed to develop a labor market informatioA bem 

foe plamaing and policy making. Like many general parpose 

statistical agencies, however, CAPHAS does not have the respeasi­

bility to analyse he collected data for specific use gr~eq. 

reover,. CA MS is unusually reticent to divulge the i formatiA 



it has for analysis or to supply that informatica to user groups. 

The NOIT has the responsibility to develop labor market 

Information and put that information into a plamning znd policy 

system. Uafortunately, NOWT &pears to have limited authority 

to collect information. In addition, NOWT eems to lak beth 

the equipmnt necessary to collect, tabulate sad amalye 4sta, 

sad, the leadership to carry-out its mandate. 

The IN. which s8pears to have the leadership asessary 

to develop labor market information, does not have the reqonsitity 

or authority to develop the needed data. Its role is lImWtod 

largely to providing advice on request. Similarly, the seetarial 

miistries do not have the responsibility or amtkarity to 

develop anrshensive labor market information and, they saly 

coadect occasional studies to meet their am Lafometi or 

planning Rods. 

Im addition to the institutional obstacles to the deve 

of a labor market information system, the indiviud data elements 

that we published by CNMS and MMM have a hm r of wakueswee. 

In genmral published datai are not currents -re t in adequsate 

detail to assist users or to permit accurate projotiom tedwlquss 

do not mtn"A tecnical descriptions of camoept. 0le06e 

tueg- me and margim of error. The data oolloated by iudividuea 

ser"Ial dminstries and others, auffer from many of the above 

Problm a, in addition, are inconsistent from sctor to 
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sector and vary in reliability depending an the quality sad
 

comprehensiveness of the techniques Used. NoreeOr, the data from 

all sources are published with virtually no amalysis or iatar. 

pretative informtion. Indeed, there is no up-to-ate psbkliatiom 

fram any eoce in Egypt that wuld provide the lapem or 

profestonal with information and analysis about the eremt 

aid future labor market. 

2. Muaaemut information 

Just as information about the labor market is needed to plan 

and develop human resource policy, management infoustio about 

educational and training programs is also neexid. Managemet 

data peovide Information about how best to met training noeds 

(e.g. em-the-job or institutional training) or how well speciftc 

traning is being provided. 

Glvs the labor market isialance and that the resources 

mallable to epand MAd improve vocatiaal-tecical OCOUM 

are limted, the existing structure and methods of traiming my 

need to be re-exmined an4 cloeely coordinated with the noos 

of the labor m arket. In order to imaximise the impeat of 

training on the labor mrket, planners, policy makers, and 

training program Managers alike, must be able to &Delde4t 

kinds of training can best achieve objectives and the nost 

effectveness of various training alternatives foe esk Akill. 



a. 

Managawnt information is made up,in large part, of
 

administrative data internal 
to each operating organization.
 

Its effective use by decision makers requires a continuous
 

flow of prompt, accurate, well analyzed and relevant Jxformation. 

The preen. mwanagement information base in MyPt seam to 

be Inadequately designed to meet the needs of decision makers. 

Traditional information about training activities (namer of
 

enrolled students, number of schools and classes, number of
 

teachqrs, number of graduates, etc.) is collected but, little
 

effort is made to analyze these data. Inforuation about training 

costs by specific program is not collected. In addition, 

published data often are too aggregated to develop further 

analysis, useful data, potentially available from survey 

mestionnaires, are not tabulatedi scne of data collectedthe 

qpears to be sukject to error and statistical bias, and collection 

techniques. definitions, taxonomy and hence, much of the collected
 

lata, are inconsistent from training agency to training agency. 

7he lack of adequate information about the labor market
 

a mnegement information about training programs is a major 

obstacle to comprehensive human resource planning amd policy 

foawalatim. Amother major obstacle in the institutional 

structure sat-q to develop planning and policy and to administer 

the eisting training system. 

S. Institutional setting 

The nufber of organizations, committees, and agencies 
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involved in human resource planning and coordination May b* too 

large to permit effective planning. Indeed, the number of 

some uncertainty as
entities is so large there seems to be 


As seen above, the MisOetryto how to share the responsibility. 


of Manpoer and Vocational Training hain the responsibility
 

for planning and coordinating vocational training with 
the needs
 

of the labor market. The Ministry of Planning also has the 

priorities and planning.
responsibility for assigning manpower 

An iatex-sinisterial committee, headed by the Minister 
of 

Mnpower, is charged with coordinating manpower planning 
ad 

anvocational-technlcal training. The AdviALry Council 

Manpower Development, headed by Dr.
Technical Education and 

Nassan Ismail, is addressing planning and tztining issues. 

Nad finally, recently Dr. Maim Abou-Taleb and Dr. Ali SelmV 

assess National Manpoer and 
were given the responsibility to 

Each of thee organizations can play anTraining Policy. 

important role in planning,policy formulation and the 

plans and policy but, to date theyimplementation of those 


success in developing an integrated
have had only limited and
 

human resourse planning and policy.
effective system for 


the result of the overlapping
In part, this may be 

responsibilities in the institutional panoply.
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A similar aspect of the sae problem is the extremely 

decentralized structure of the training system. At least twelve 

different ministries have training programs. Not all of this 

training is of equal quality or do they all provide entrants to 

the labor force. Nevertheless, the decentralized training
 

structure makes it more difficult to make cost comparisons amo 

alternative training methods, to assess occupational sjWply, 

and to develop plans and coordinate training activities. MNoeover, 

the decentralized structure tends to freeze training into the 

rigid institutional structure of each ministry and make, as a 

result, training less responsive to the changing needs of the 

labor market. 

Ugypt is faced with many human re3ource problems, including 

ng others, unamloymer, underemployment, a high illiteracy 

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

a highly institutionalized and decentralized training system, 

emigration of many skilled workers, and serious skill imbalances. 

2e pmrlem are not easily solved but, a carefully comsi4eed 

human reeawrmos development and utilization strategy can week to 

abets the pcleme. The development of this ctrategy sad the 

adhievemem of the Government objectives in the nex. five yers 

will reguire careful planning, an appropriate institutiemal 

structure, efficient management and, above all, good infozmation 

on which to base judicious decisions. 



111. 	 A Geemral Plan to Develop a Comprehensive manes Isouroe 
Infotmation, Planning and Policy System 

There is msuch to suggest that egypt should embark am the 

develent of a csprehensive hunan resources imfonatican plamaimg 

and policy system. The nature of the wyrgmmr probla Am giug 

3~gy , the lack of comrehensive mapmmer planning and oUey, 

the poor ooordination of a decentralized training strlcmre Wd 

the iLmdeot data basn, all suggest that there is med for a 

fresh lamgp-tae program to revise the existing system. 

.- usual reaction to a suddenly felt need for data ad 

plaming, or the pose ibi !.ty that such needed resomme mmy 

h-oPms- available, is a rather ad hoc program plan. furveys we 

kurriedly designed, data quickly processed and policy is hatily 

fomlated. "o literature is rich in examples showng bow to 

%steresources due to lack of a long-trm prngram 4eaigz%. 

Leap-ters program planning is also necessary frm the 

Imenagint point of view. Day to day deciLiosem ae eot prcAeib 

vinal. the data noids are identified, tQ-vets formlated, 

Individual projects established, necoasry staffing sered, 

mehodologioal issues resolved, etc. In additiant osm prJefjts 

may require omlex legislation to iL~mmt and legislatte. 

oftea takes tim. This is not to say that the desi4u for as 

tvamstion, planing amd policy system should be rigidly Set 
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but morely nots that it is important to foresee future tasks 

as far ahead as possible and to organize these tasks as 

efficiently as possible. And all of this takes time particularly 

since the develoment of information, planning techniques and 

policy formulation is a learning experienco requiring 

omtaus refinement. 

Perhaps an equally como- error In project developent is 

to Spm work of colossal dimension. Too often projects fail 

simply because too much work was planned. 

Stop of this it should be emphasized that Xqypt urgently 

soeds information to make decisions now. The Government of ypt, 

the ard Bank, the International Labor Organization, tAXD, and 

other owOrmed countries and organizations, are eithe investing 

In# at otherwise assisting, the devellpiment of the Oedwatioal 

Systom of 991pt. Each needs to know more about the matue of 

'9°O&S tional system and its labr market inalaoes. 

Within tkam paramwLers, what is suggested here is a long­

term general plan to owemrew sme of the major himi resource 

prehimw an btacles In fgypt. in addition, an attmt has 

bees no" to limit the project design and to suggest only the 

thW that 4mer to be feasible. Finally, there are sme 

mm for those projects that can be accoliseWd is the 

iwt-un. Spcific suggestim and a work plan will follom 

iJ the most setion of this report. 



A. ltittio al Structure 

As noted earlier in the report, the present organization of the 

institutions in Egypt responsible for human resource informatiomp 

plmwig, policy formulation and vocational-technical train 

ar very cosple. and poorly coordinated. A reorganizatoem o 

the existing organizational structure appears to be b y nleeded. 

It is teopting to suggest that a new agency, or an alre* 

aistiag ministry, be vested with the responsibility, st 

autherity and staffing capability to implemnt a 1 g Iv 

Iam resource information, planning and policy system. 29b 

agency should oollect and analyze current and pl e labor 

market end training program data, develop new data minws iaWlim, 

getimaing surveys as needed, design information for specific 

uar gIrme, develop plans and targets, marwe the training systam, 

a-d develop and coordinate human resources policy, An agen inch 

as this would have the advantage of integrating the seenlete 

process in a c€Vrehensivm and consistent frmnworki ftam data 

dovelqmast to policy formlation, from labor mrket mde to 

student training. 

"r ae of course a number of disadvantages to this #qra. 

Such a massive reorganization would require securing pewommol 

end administrative machinery that might conmme eergles eeded 

for other work. A reorganization of this type might disrupt 

am-going projocts unnecessarily. Noreover, it might not be 
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feasible simly because'a reorganization would alter already 

establisbod ministerial interests. 

Questions of reorganisation are obviously matters to be 

docided by the Zqyptian Government and in the short-run cannot 

be lplemeted. Nevertheless, a major reorganisation should 

as part of its long­be omeMIdered by the Egyptian Government 

term plannin in this field. 

In the shorter-term and working within the present
 

syuiisational structure, it might be advisable to fogmll 

the prim minstrsetechnical to work 

dffice. The technical secretariat should be recruited as the 

basis of balanced representation of the warious cancermid 

Iaterest grmue bet, the staff should be selected primarily 

for its technical qualifications. T". technical secretariat 

wmld aeopile md analyse all data relevant to ba reeomurs 

plming, policy fonowlation, training and msageit i ees" 

tbs capacity and effectiveness of the present system deeign 

syrtem s dols as mehdedo and identify policy, plmag and 

.grm alteummatives. 

establish a staff within 

in amy repects this group of e3perts has been already 

issise to assslt this adviaor first by Dr. Hassan smil 

end late, by D. maim Abmu-Tsleb. in spite of this tmkort, 



and the progress the committee of experts has made, the m t 

Is hared by the limited time its memes :an devote to it. 

In addition, it would sam that the functions of this coiittee 

are me that should be reappraised regularly by a pertmmet 

sta of experts. Ad hoc committees can be effectivo in the 

short-rum but, in the long-run mbers tend to develop other 

Interests, take new Jobs, or, for other reasons the omitte. 

falls into disorganization. 

a. 	 Dw*lqMt of a 0wrohesive Human Mssources ISLOMat Mt." 

Perhaps the ma~or requirement for improving the relevmoay 

and efficiency of the vocational-technical training system end 

m Rsource Planning and policy making is to strengthe. the 

humam resource information system. It is impossible to plan 

v..haut good iformation on which to bass judicious decisioms. 

L ivew, good information can be best achieved if It is Gevelq"d 

v,thin a cmprehonsive and consistent framework. 

Given the Human Resource problems facing 39 . it wld 

seem Imperative that Igypt should take steps to develop tree 

kinds of infoamations general econamic data, ).ebor market 

infoxmation. mid data to manage the t.ainng syytem. By and large, 

much of the information elements needed to dvelop those data 

system currently exist or could be &dtilopedfroa suLsting data. 
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It 	 apears in many instances that the data p-oblem is not so 

muh the lack of dta as it is its unavailability (or unwareness 

of its exlsetnce) for potential user&. Much mast be dome to
 

orqanise the information, particularly since many data users
 

se" help in the interpretation of statistical evidence. 
 P 	 rem 

,mmagerecurriculum developers, even policy-sakers and planners, 

frequently feel uncomfortable or unable to interpret data. 

The extent to which some of the difficulties in this area 

can 	be overcome depends in large part on the willingness of the 

Central Agercy for Public Mobilization and Statistics and other 

data producers to develop a user-oriented philosophy. In the 

long-term the Rgyptian Government may wish to consider organizing 

data proftcmt.!- and data users within one aqencyl within the 

shatter tom a technical secretariat might act as a catalyst in 

the 	ds'uloment of this information and philosophy. 

Vhe followiug is a general plan for developing the three 

tyes of seeded Information both in the long and in the short tamm. 

A specific Outline of work for the short-term follows in oction IV. 

1. 	 General ecommic Information 

General eommic information is needed both to assess the 

cha"gig struture of the Rgyptian economy and for the aeveUg"Ot 

ef labe market Infosmation. The skecific data elmats in this 

Mthe Other data systems are contained in Apemdix A. 
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In the laeg-torm, ftypt should consider develaping a geeral 

eoometric model of the 3gyptim economy. Itie develpment and 

Maslymi of such a model would stimulate a better underetakia 

Of the Egyptim economy mong planners, policy makers ded r 

Oweaimt otficials, it would be useful for toreastg fture 

levels of *osic activity and, it would be helpftu ter 

sialating different economic alternatives and mossoring the 

mmpor Imact of thoso alternatives. Possible camdidates that 

Mgear to be feasible are either input-output or expert-bes. 

Models.
 

In the shocter-term, it would 
seem that the major task 

is to collect and analyse all relevant economic data for analysis 

in msert with labor market information and with am eye for 

idet, fymq Lnediate data gaps. 

2. 	 Lar market information
 

Labor market Information is primarily needed to aseso 
 maurrent 

end future skill Imlances but, it also provides medd 

Information for curriculum planning and vocational quidance. 

Althog ling-tUem program planning is iqnortant, the deIpv te 

of this infomatan should be wqphaised in the short-term. 

The initial task should be to develop current and projected 

(S or 10 you bon) estimates of manpor demand by oeCOetiemg 

inrrmt and projected estimates of mampower suply by training 

progrm? match the occupational needs with training program 

output to derive current and projected estimates of uwmot needs
 



(demmd less supply) prioritize the results in terms of a 

daoelpment strategy; and suggest alternative training p'lans. 

A secondary task should be to collect and analyse other infomatim 

about the characteristics of occupations, vages, war"g 

conditions, labor force, etc. This information could prove 

useful in an analysis of skill shortages and, in addition, 

would serve all client groups with information about the nature 

of the labor market. 

3. Training system information 

Of the three types of dataoinformation about the training 

is beat Information about the number ofsystam developed. 

students by training program, training facilities and the like 

are fairly straiqht-forward and easily obtained. Perhaps the 

single major data gap in the information is the lack of cost 

Information about specific training programs in addition, there 

are problems coparing information about training from ministry 

to ministry. As a result, Egypt should develop a national 

inf amtiu system for vocational training programs. The system 

sabild devela, standardised data collection instrmenats ad terms 

that wld allow intwr-ministerial ocnmqrison. 

C. vmmtI of the frnas!Mnt Information Systom 

In additiom to strengthening the data about the characteristics 

of the training system and imroving %.he data needed to manage 

the system the Government of Egypt should also consider 



i1proving its techniques for the systematic evaluation of that 

information. There are several suggestions that might contribute 

to t better management of the training system. 

First, the Government might develop a computer model to 

slulate different management alternatives. A computer simulation 

model might be particularly useful for the mauAgaegint of 

3gypt's decentralized training system. For example, a simulatiom 

model could estimate the future investments needed for tra g 

facilities, teachers, funding, and the like, if the school age 

population were increaed by say, 100,000 studonts. The design 

of the Nanagement Information System should be specifically 

designed for Egypt but, as a general impression it would appear 

that many of the models already designed and implemmted could 

be applied to Egypt with only minor modification. 

Second, the Egyptian Government should consider sionseuing 

a continuing seminar program in management techniques. Many of 

the training program managers in Egypt were not trained as 

administrators. In addition, the recent trend tovrd deomtrallsing 

decision-making in Egypt suggets that more and better trained 

administrators will be needed in the future. Training admLnistraIrd 

mst be able to perceive changes and new opportunities to 

successfully adapt them to Egypt's needs. Until this administrative 
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capacity is developed, the effectiveness of the Egyptian training
 

system will be impaired. 

D. Develop a Comprehensive System For Planning and Policy--Nakij
 

Substantial institution'ral chanq and the develolment of an 

adequate Infoyritior base arc pjrerequ..it,.-. to strengthen Egypt's 

capacity to plan, manaqn, and cOv,:lop,- ff.(tive- jolicy for its 

human resource tiainirj i o irns. FvV.n t)Wcuqh these measures 

are paramtnt to the (ic',fY.mL2nt (;t AIanriing and policy making, 

there are several oth,-r meAsui*,; that arc il portant to emphasize. 

The Government of Egylt should er.courale institutionalizing 

a planning and analytical ca[ bhility within each agency invo..ved 

in training. Many minis;tr ies do not have staff members that 

are responsible for data collection anid analysis, or planning.
 

Administrators and policy makers need a continuing flow of prompt, 

accurate and well-analyzed information. Tn addition, many 

administrators need assistance in determining the alternative 

plans if action suggested by the analysis. 

In an effort to encourage the institutionalization of
 

planning staff within the various training ministries, Egypt
 

should sponser seminars on planning techniques. Until a tradition
 

and capacity for planning is developed, Egypt will always be
 

dependent on technical exppurts from outside the country.
 

http:pjrerequ..it
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Finally, Egypt should consider the development of & policy
 

simulation model. There are a number 
 of alternative models already 

dwilopod but, Egypt should be careful to select or develop a model 

that fits its particular circumstances and solves those preblam. 

relevant to it.
 

"be World model
Bank currently under considerstion fer
 

application in shove
Egypt, much promise. Nevertheless, the model
 

is not without some problems 
 in design if it is to be applied in Xgpyt. 

Although I have never been provided with a clear description
 

of the World bank model, I have been 
able to derive am teatative
 

notion about 
 its structure from several casual discussions. It
 

qeOars that the model was designed to develop policy altertives
 

for OMIC Arab states. As I understand it, the primary 
ai of the
 

mel Is to determine the optimal 
mix of foreign and dimott
 

mwmpow r needed 
 to carry out the extensive capital develpe t 

of the OCIC states. It also appears that the model does not 

attemt to project future levels of economic activity from past 

treade but, rather takes the level of activity as a give i.e., 

there are no financial constraints for investments. In eWditiom, 

the model does not ahave particularly sophisticated methd for 

estimatin manpower demand and supply and, currently develops smnimr 

demand and supply estimates for only about 15 occuational otegories 

and 10 economic sectors. Many of these problems of model design am 

be overcome but, it will require substantial effort. 
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The World Bank model is not a long-tet program designed 

fow developing a comprohensive human resources information system. 

It could be a useful tool to compliment the information system 

but, for this advisor, it appears to be an ad hoc solution to a 

problem that requires a long-term plan of acLu.k. Moreover, there 

is so reason to expect that the World Bank model vill provide 

bettor information any quicker than if the same resources worm 

devotAbd to a long-term program design. In this light, it 

pears the Goverrment of Egypt should carefully consider 

all possible policy simulation models before consuming its
 

enoies in the World Bank model. 

TV. 	Se Specific Suggestions For the Development of a Mman 
Resource Information System 

The single biggest obstacle facing Egypt in the field of 

hvmn resource development is the lack of an adequate infozuation 

system. Good information is a prerequisite for improving the 

relevancy and efficiency of vocational training and for devloping 

a coreahonsive human resource strategy. Egypt should start 

M to develop a human resource information system. 

If as it appears, Egypt is about to embark on the development 

of a bumen resource information system, it is 3Aortart that that 

system be cqrhenosive. The information si: stem should be 

llshenieve in the sense that it should be designed to serve 

all client groups. Policy makers, planners, training program
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manag ,-s, educators and students each frequently rwe4uire the 

sam, or slail0r, information to study P problem. ft. inforumtion 

sy tem should be designed to provide long-rn (5 years or awe) 

as well as, short-run (1 year) and current estimates. It deaW 

offer flexibility so that users may sirulate alternative poll" 

decisions or study specific sectors of economic activity. Finally, 

it slmwld provide information for the Nation as well as for 

regional markets vithin Egypt. 

The nature of the human resource problems facing 29M 

mawest that the information system should seek answers to a 

variety of inter-related questions. Among other questions, 

user groups need to know: what is the structure of employment 

in various occupations, what is the impact of vocational­

technical training on the labor market, what do employers 

eqpect of trained graduates, what substitution policies exist 

meg various occupations and sectors of econroia activity, 

how can the educational system be geared to meet mapor 

requirements, how can specific vocational-technical training 

needs beat be mt e.g. on the job or institutional train . 

how well are the scarce educational resources being utilised, 

and above all, what kind of skills should be trained now and 

skills will be needed in the future? 
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In spit* of the magnitud, of the task, it in feasible 

to develop a comprehensive human resources infoxnatiom systi for 

Igypt. Much of the data needed to develop a basic informtm
 

system are available, even if they are not .% "
orgmied a
 

hen resource information system. What is needed io 
 simply 

the time and resources to collect, organize and analyse theme 4ata. 

The following are so suggestions for developing a
 

hummn resource infor-ution system. Included 
 in 	 the plmn io 

L 	 = outline of data and methods that should be used to
 

generate the needed information and, 2. specific tasks
 

that must be accomplished to facilitate the analysis of the data.
 

A. 	Labor Market Information 

An effort should be made to dovelop a ccprehmsive labor 

morket infozmation (WV.) system as all aspects of 11I are 

relevant to hman resource development. Nevertheless, particular 

emphasis should be devoted to measuring current and futuee skill 

Imbelances through the of estimatesuse 	 of manpower damud -­

ina5ly. 

1. 	 Nampower demAd Information 

Most of the recent efforts to develop current and future
 

esmtUes of mspmpowr needs in Egypt have attempted to generate 

these data fram urveys of employers. Eployers are typically 

asked to Fivide information about their current staffing pattern 

by occupation and an Q8stimate of 	their occupational needs in the
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future. The estimates of current staffing patterns appear to 

be reasonably good while, the estimates of future needs typically 

are quite bad. 

In spite of the intuitive appeal of estimates of mapawme
 

needs derived from employer surveys, substantial research in a 

nmber of countries hap shown that method to provide incorret, 

and often perverse, data. IndeeC, research conducted in 5gy"t 

by the Institute of National Planning concluded that it was 

imposLble to derive suitable information about future mannpor 

0needs, or manqxwer shortages and surpluses, from employer surveys.

mpployers simply lack a clear concept of the future and/or do 

not hove a qualified planning staff to accurately estimate their 

future manpower needs. 

In light of the above, it is proposed that Egypt develop 

estimates of current and future manpower needs through the use 

of an Industry-Occupation matrix. This approach is a proran 

methoe.for producing accurate and comparatively low-cost estimates 

of mapocer needs. 

The matrix approach requires two sets of information: 

am industry-occupation matrix, and historical estimates of 

Mobsoad Momgi, nvontory and Estimates of Manpower tiseds La the 

IhMic 12w, a Prelifnary study. National Institute of Plamming,Cair, Bigt, 1975. 



W1oymiont by detailed economic sector. Using stmadard regresson 

ialoY"i Of the eployment by economic sector data, it is posible 

to derive estimates of target year economic growth by *osmmic 

sector. With several observations of occqpational staffing 

patterns, estimates of the chanq in occupational staffing patterns 

can be oberved. The application of the projected stafflng 

pattern changes to the target year projections of economic 

activity, yield estimates of future manpwer needs. This is of 

eronly a heoad outline of one possible use of the matrix 

aproach. The actual method used depends upon the data md staff 

Supprt available for analysis. 

Ftrtunately, such of the data necessary to purm the antria 

qpproack in Ugypt is currently available, or could be available 

with em retabalation. The sources of occpatiaa staffing 

pattern afu tion are: the 1960 Census of Populatli . the 1966 

Cesus ample, a 1972 Survey of the Public, Private, md 

Gmmt sector umnducted by CAPNAS in cooperatios with l31, 

the 1976 Census of lapulation0 and a National Survey of 

.ItaULihet oonictsd by NSV in both 1976 ad 197. Inddetr 

mplyeast estiaates are available for the years 1957 to I4, 

19"s ad 19 to 19'4 frm a survey conducted by II, as roll 

s frm the save mwurm of occuatiomal staffibq patters iafemtim. 
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In spite of the apparent availability of data for analytsis 

tlweo are several problems that must be overcme. Siam 

Is rSo depository of much of this information, CAMS mast be 

vill"g to coaerate in this effort. Second, as ight be eqeste 

nbof this data is not strictly coqarable and muck amalyste 

of thse data is necessary. For exam.le, the 1976 Cainas is a 

murvy of households while the 1976 Kinistry of Nmqpmmr 

Lafowentian was derived fron a survey of establiskents. Yhdz4, 

it dif rs that CANAS does not plan to develop Lndmtry­

ocompational matrices for either the Nation or regicaL labor 

markets ithin Uypt. Since these matrices would be extrmely 

useful for the developmnt of current and projected esthiates 

a us ymmcr seeds, every effort should be taken to eamcage 

the developmmt of these data. 

"Tw short-term task ahead for the igyptian Government Is clewrs 

It mst orgeise a full-time 8,'Aff ci experts to develop estimates 

of curremt and future manpower needs by occupation. The staff 

o emperts would work within the eL3ting inisterial etruetare to 

collect the information cited above, analyse the U,, ideatify 

peteatial data gW, and suggest methods for isprowLag the data base. 

Is the leqe,-tm, the staff of experts should wIAA 

tw mamjor pojoects. First, it should appraise the mrrmat labor 



2S. 

market information and, on the basis of those findings, prepare 

a plan for the comprehensive development of that information. 

particular emphasis should be placed uon developing information 

for special client groupa e.g. vocational guidance materials
 

and Infomation for curriculum planners. Secornt, the staff should 

prepare a series of position papers about issues concerning the 

labor market. For example, the staff could prepare position papers 

about: The role of women in the labor market; Wage Policy an its 

effects on training programns migration and its effects on the 

Dgyptian labor market. 

2. Naopower Supply Information 

WAch of the data needed to develop basic estimates of the current 

and projected supply of training program graduates are readily 

available from the individual ministries responsible for that training. 

2lis information, however, is not easily comparable from ministry 

to ministry. As a result, a committee of curriculum eperts in 

vocational-technical education should be formed to standardize 

omat, definitions and taxonomy. As part of that effort, the 

mitee should develop cross-walk instruments that weild allow 

for the omparilon of training data between ministries and with 

%e eowuptiomal categories used to develop .anowr demd information. 

f .sgply of mower is not Just the numbers of trained 

graduates from vocational-technical schools. Others enter the labor 



force from the military, same graduate from private schools, 

are 	trained on-the-job, and others re-enter the labor market after 

- perLo of inactivity. Although these sources of mmp r 

oApply may be fairly small, effortsvey should be made to 

obtain iuformation about each of these sources. Perhos this 

activity would be best carried out by the full-time staff 

examining labor narket information. 

D. 	Management Information 

In order to maximize the imact of the training sstem as the 

Labor market, managers maust be able to decide what kiads of training 

can beat achieve objectives and evaluate the effectivemes of thoe 

training programs. Unfortunately, the present mamnat iformation 

system does not provide uch of the information needed by decision 

makers. * reower, the information that is collected is not 

mifficiently walyzed to be useful for managers. 

The Government of Egypt should organize a comittee of eqeto 

to design a national system of management information for vocatioua­

teohical oducation programs. The cmittee should deiga a Wstem 

that wuA i useful for both the National Government ad Lndividual 

smiastriee. Particular attention should be devoted to deveqln g 

a stamiardised system for measuring the costs by individual 

training programs. 

Zn the short-term, the committee should attaqt to develop 
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a set of performance indicators that night be useful for inter­

ministerial cosrison. The Government should also consider 

llleoving the capacity of Mhe training program administrator@ 

to mug and to gather data, through the use of semisars e 

maslmat techniques &d statiltic*l development. 

V. 	 Sm Suggestions for AID Support in the Area of Nn Valsrle 

information Planning and Policy Making. 

Indicated below are sem suggestions on the kinds of techaical 

assistawce AID might offer the Government of Egypt in the area 

of humm resource information, planning and policy maLing. 

The present organization of the training structure and the 

hum resource information, planning and policy making in 

mtrea.l coppeu and poorly coordinated. A reorgaaLsation of 

the institutional structure is I-41y needed but, that is clearly a 

matter in which the Egyptian Government must take the initiative. 

A ratimalization of any part of the training, plamaing, 

.licy making, or information system however, would maka it easier 

foe the awp"M Government to assess and imlelnt some of the 

required cbaqps. Noreover, any rationalisation of the system 

would serve AID Laterestsas well as other concerned countries 

aid orgaizations, in formulating a strategy for assisting 91 II s 

hmen ressmoe 4evulqiment. It would seem that AID shmald imN 

my good aortimity to assist the ratiosalimation prooess. 

Pm this advisor's perspective, AID currently has an 

ezoellent opportunity to assist the Egyptian Govermesnt. All the 
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ingredients necessary to develop a basic human resource Infoamatio 

syrtism are available: the data elements needed exist even if they 

mast be orgatsed and analysed, a qualified staff of g3yptism 

techiciam t, assint the effort has been assbled and , perae 

most ia twait the effort has the profound support of the UUam 

Government. Dr. Main Abou Taleb, Minister of - t m, 

Trasport, and Marine Transport, is deeply interested is the 

projoct and, as illustrated by his efforts to date, is eunittd 

to prowiding whatever adinistrative support that may be aeeesas 

to complete the project. The only ingredients that we not present 

re the technical guidance and financial resources to oarry sat the 

project. 

A. Numn Rsmrce Information 

In this light, it would seem that AID should seise the qpewtmity 

to provide valuable assistance to the Zgptian Goermmt by 

strengthenig its human resource information system. DwslUV4. 

good Information i a prerequisite for developing piming ad 

policy. and in the advisor's opinion, would lead naturally W. 

as inprevmemt of those functions. 

Tere we two important proposals in this area tar I 

.sssidra4ton. First, AID should support the eerviges of a 

ftll-tim (at least one year) advisor in the area oJ 1mmf 

resource information, planning and policy naking. The advisr 

would perform several iqportant functions: assist the 2gyptian 
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Governeont in the development of a comprehensive human resources 

iafoxeAtion systwi encourage and assist the development of 

comremhesive and consistent human resource planning and policy 

makings provide AID a continuing analysis of the human resorce 

situation and contribute to the formulation of an AID strategy
 

in this area; provide guidance to short-term advisors; and monitor 

activities in this complex field by maintaining a close working
 

relationship with representatives of the Egyptian information, 

training, planning and policy making organization.
 

Sec nd, AID should consider temporary financial support for 

a strong technical staff to support the activities of developinq 

a coreensive luman resource informaticn, planning and policy 

systm. The financial support could be made directly to the 

3MytiMa GoverAment. This might be the best approach if the 

3gyptiam Government establishes a technical secretariat for the 

dovelet of this system. At this stage or until a long-texm 

pCoject is designed, it might be best to channel any financial 

resnroms thraih the human resources' advisor or Mducation Offier. 

Tere are several reasons for financial support in this 

area. first, hoc Oittess are not effective in the difficult 

Vnk of data deelqpmemt, planning ad policy formulation. 

Mmittee ibus often have mltiple responsibilitis and 

cannot devote their full efforts to the tasks at hand. In addition, 
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It Is important to establish a full-time staff to carry ca the 

activities one, the program is developed. Second, the devIqmment 

o an Information system, a planning or policy model etoc., vill 

reqirsome computer time. Resources for this type of activity 

are in short mapply in Egypt. In the advisor's view, a short­

term efenditure for these activities would demonstrate the use
 

of these techniques and, free-up resources in Egypt for future
 

Wrk. 

D. 	Other Areas for AID Technical Assistance 

1. 	1mm.. Resource Planning 

AM could assist in strengthening the human resoarce piemiag 

techiaques in Zgyt. It could provide assistance to an irqoam 

Djptam organization to conduct seminars in planning technique. 

heirt-tsm advisors might be able to assist vith the semimars 

end assist any agency or organisation in need of Lndividual 

assistance. Indeed, nearly all thb ministries with whih the 

advisor cmfered wanted direct assistance from the advisor. 

3. 	 Memagment Information System 

AID could assist tne improvement of management Ltomfmtiam 

ad the systemsUc evaluation of that information in several 

iays. It could provide seminars in Cairo on the desiga and 

dveolqmet of mmunMget information system. It oaald also 

provide short-term training courses designed to stroAgthn the 

administrative capabilities of training managers. linally, AID 
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mto provide short-toxi tochr,,%cal assistance to individual key 

ministries in the areas of management informtion systems ad 

iaistative develomment for training progrim managers. 

3. Mietry of Maaywer and Vocational Training 

The Ministry of Manpower and Vocational Training is respemtabe 

for my of the activities proposed in this report. Unfortumately, 

the Ulaistry has not been adequately performing its plaming 

and ooosLiaatLng function. most people I spoke vith felt that 

it me partly a problm of leadership and partly a probln .1 

laIdepmate staff. AID could assist this agency in several areas. 

f ist, AMD culd provide short-term technical assistamee to 

CtIDgtbs. the mnagimmt capabilities of its staff. Secod, 

abort-tm essistace in the Ministries' specific activities e.g., 

qeratlm of laber exchanges, development of labor market lotemmtica, 

evel41mt of vocational guidance materials, might be very 

heIpful. 
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WPMIX As 	 Some Data ElSents of LSic Han ft*our. Xnfomattom 
System 

A. Population Information Py 

1. VOguO 	 c location 

2. -ge 

3. N 

4. hematlemal attajirent 

a. General 	Icoemic informatton By 

1. doeetic 	product by economic sector 

2. capital inmstment eqpenditurem 

3. governmnt expenditures by progrm area 

4. value of 	emaorth/importa by major product 

S. value of 	 sales and unit sales 

G. measeures 	of yorker productivity
 

7, other natiomal accounts information 

C. Labor ftrce Inforuation by 

1. esgraphic location 

2. age 

3. a 

4. aloyed/ uneeied 

S. LIMlvidaL& MA fily Lcu 

6. paid ad 	uqgald family wrkers 

7. o&AtUeMal ettalmat 



D. Uploment Information by 

1. *cic activity 

2. geogrohic location 

3. occuation by age 

4. occupation by econmic activity 

5. mer of dual job holders by skill level by oceupatiom 

6. eloyee turnover by industry 

7. employee turnover by occupation 

a. onmpauon of previous job 

9. paogrqbic location of previous job 

10. ocsation by incom (wages and other caomnstimo) 

B. Udwational Information 

1. emollnmt by 

a. schoel grade 

b. locality 

a. wea of study (Pigber Mducation) 

2. training onplet~rs by 

a. type at traiin (electricians, auto nohmiee) 

b. MawO. of tratining (vocational, techmtoal, om-the- d) 

6. Ministry
 

6, goegreghi© loatem
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3. mager.t Intormation 

a. oost of traitnig by specific training progrm 

b. physical plant of training facility 

o. mem r of teachers by training progrm 

d. opipmemt by training progrn 

o. location of training facility. 




