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1. Iatroduction
'm sdvisor's temporary assignamt, trom February 33. - June 33,
1978, wes &rrid out under the sponsorship of tie United Statas
Agency for Intermational Development (dnxn) . nu'uuy. the
assigument was undertaken by USAID in cooperatioa with the
Mvisory Council on Technical Education snd Manpewsr Bovelagment,
headed by Dr. Nassan Ismail. Over the course of the sssigumont,
however, tha assignment was expanded to serve other represeatative
of the Bgyptian Government. Im particular, this xepest is alse
ained at assistirg the efforts of the National Committes om
Manpower and Traiming, headed jointly by Dr. Naim Abou Taleh
énd Dx. Al Selmy.

T™he nature of the assignment was to conduct an assessment
of the feasibility of developing a human resources ianformutien
system in Bgypt. USAID-Cairo hoped the advisor ocould imitiate
and assist the development of that system; pr=vide some mu
analysis and recommendztions for projects submitted to USAID
for financial support; an cssist in the day-to-day ualyul‘
of human rescurce topics, as needed.

In thess terms of reference, the advisor has had seme
seccess and scme failure. With the halp of Messrs. Ismail,

Abou Taled and others, efforts are undsrvay toc develap & Nasen

_yesouros information system but, thh report 4ous mt oontaia
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aa analysis cf any human resource information. Necause the
development of the information syrtem is stil} in its embryomic
stage, the advisor has nct been able tr propose as deteiled
recammendations as anticipated. On the other hand, the nature
of the human resource problems facing Ejypt end the kircad
spectrum of interset groups for which this report is intended
to serws, las expanded the terms of refurence to imclude husan
resource planning and policy making.

In the end, this report is sn assessment of the feasibility
of developing a comprehensive hman resource informatiom,
Plamning, and policy system. The primary purpose of the report
is to highlight, from the periupective of an outside observer,
some of the major information and institutional obstacles to
effective rescurce planning and policy making; its secondayy
purpose is to suggest same actior that might be takon to bogin
& resolution of the problems. To that end, the report will
discuss the gemeral human resource setting in Egypt, present
& gemeral plas 2or addressing those problems, outlinse same
specific actiens the Govermment of Egypt may vish to take, and
provide scme apecific recammendations for USAID, should it
choose to assist this effort.
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IX. The Numen Resource Setting in Igypt: Problems amd Chetacles.
' Brepite the Govermmeat of Byypt's (0OR) loay time recegaities
“&-mtdu-h—nrwaounmmd
q.—ucmmt-uummmmunm.
48 has made towerd developing its educational eystun, mmey
ofusstions] and manpower problems persist. Periaps fevemnst
ameng thees probleme in Byypt is the apparent missllesstien
and wndesutilisstion of its man resources. Byypt agpesrs to
have a» everswnly of academically trained pecple cad an
.undoreugply of semi-skilled, skilled ané techaicel mampewse.

umcuumum.otmmogmm
inbelance in the demand and supply of labor, and agpeacs te he
't‘“muu‘routhcp‘xobl-. rue-qu.unmt
‘um plaa utuobjocum.moﬁqn.llﬂtu
wmivereity mllmﬁ. the development MM&W—
‘»mmunumm ulthoro-mlntt.dm |
‘MMpltcmethwtulde

" In apite of the five year plan, exogencus festess and ether
Giversment pelicies conflict with its objectiveo. As part of
the iacomes policy, the Govermment provides nmum.
oredustos of higher education unsble to find wesk. Meceever,

the Government establishes meny wege scales by fist. The fesmer
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policy tends to strengthen the already strong bias among many
Bgyptians for an acadamic education while the latter tends to
eliminate market forces and inhibit the flow of workers into
scarce (and otherwise high wage) occupations. | The emigration
of Rgyptian skilled and unskilled workers to other higher wage
Axad states continues to causs skill shortages and bottlenecks
in certain sectcrs of the econamy. The "Open Doorxr Policy”
and, its implied increased efficiency in many economic sectors,
should increase the demands for more and better trained workers.
Although it is the result of many contributing factors, the

problem of labor market imbalance seems to have been exacerbated
by two factors: 1. There does not seem to be a coordinated and
comprehensive haman resource policy and 2. the husan resources
information system currently available in Egypt is inadequate
for plamaing and policy making. Obwviously, these two obstacles
are inextricably connected; planning and policy fosmulation is
nade difficult by the lack of relevant informstion and analysis.
A. Infermation setting

There are perhaps two sets of information that axe relevamt
to the problem of labor market imbalance: labor market information
and data about the management of the educationnl and manpewer
training system. The first kind of data provides iadicators
of the manpower needs of the economy, the second kind of data
provides information about how well the training system is
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meeting the needs of the economy. Both kiwds of data are
relevant to planners, policy aakers, training prograc managers,
and educators. Indeed, ~ll client groups frequently draw upon
the some, of similar, information to study a problem or make
judicious decisions.
1. Labor mnrket information

There are several sources of labor market information in Bgypt.
The msjor sources are the Central Agency for Public Mobilisatiom
and Statistics (CAPMAS) and the Ministry of Manpower and Voocatiomal
Training (MONVT). Secondary sources include the Institute of
Mational Planning (INP) and a variety of occasional studies comducted
by individual sectorial ministries, such as, the Ministxy of
Industry or the Ministry of Housing and Reconstruction. Unfortumately,
5o one agency hau the responsibility, authority and leadership
to develop a comprehensive labor market information system.

CAMMAS has the principal responsibility for collecting gemeral
statistical data in Egypt. As such CAPNAS collects most of the
data elements needed to develop a labor market informatioa base
for plamning and policy making. Like many geheral purpose
statistical agencies, however, CAPNAS does not have the respeasi-
bility to analyze che collected data for specific user growps.

Noreover, CAPMAS is unusually reticent to divulge the iaformation



1_?. has for analysis or to supply that informatich to ucer groups.

The MOMNVT has tle respoasibility to develop lador market
intoxution and put that information into a plaaning and policy
systam. Unmfortunately, MOMVT appears to have limited authority
to collect information. In addition, MOMVT seems to lack both
the equipment necessary to collect, tabulate and analyse data,
and, the leadership to carry-out its mandate.

The INP, wvhich appears to have the leadership necessary

to develop labor market information, does not have the respomsibility
or authority to develop the needed data. 1Its role is limited
largely to providing advice on request. Similarly, the sectorial
ainistries do not have the responsibility or autharity teo
develop comprshensive labor market information and, they omly
conduct occasional studies to meet their own jiaformatioa or
planaing needs.

In addition to the institutionsl cbatacles te the developemt
of a labor markat information system, the individual data elements
mtmmwaycmmmmoamam.
In general published data: are not curreat; nre net ia adequate
dotail to aseist users or to permit accurate projection techniques;
4o not eantain techmical descriptions of comowpts, collestien
techniques and margins of error. The data collected by individeal
seotecial ministries and others, vuffer from many of the above

problems and, in addition, are inconsistent from sector to



sactor and vary in reliability depending on the quality sad
comprahensiveness of the techniques used. MNoreover, the data fros
all scurces are published with virtually no amalysis or iatax-
pretative information. Indeed, there is no up-to-date publicatioa
from any source in Egypt that would provide the layman or
professional ;Lth information and analysis about the curreat
and future labor market.
2. Management information

Just as information about the labor market is needed to plan
and develop human resource policy, management information ahout
educational and training programs ig also neednd. Management
data provide information about how best to meot training needs
(s.g. on-the~job or institutional training) or how well specitic
training is being provided.

Givea thm labor market imkalance and that the resources
available to expand and improve vocational-techaical educstiea
are limited, the existing structure and methods of traiming may
need to be re-examined and closely coordinateé with the needs
of the labor market. In order to maximize the impact of
training on the labor market, planners, policy makers, and
training program managers alike, must be able to decide what
kinds of training can hest achieve cbjectives and the cost
effectiveness of various training alternatives for each skill.



Management information is made up,in large part, of
 administrative data internal to each operating organiszatien.
Its offective use by decision makers requires a continuous
flow of prompt, accurate, well analyzed and relevant information.
The present management information base in Tgypt seems to
be inadequately designed to meet thc needs of decision makers.
Traditional information about training activities (number of
enrolled students, number of schools and classes, number cf
teachers, number of graduates, etc.) is collected but, little
effort is made %20 analyze these data. Information about training
costs by specific program is not collected. In additionm,
published data often are too aggregated to develop further
analyeis; usaful data, potcntially'lvanabh from survey
Questionnaires, are not tabulated; some of the data collected
&ppears to be sulject to error and statistical bias, and collection
techniques, definitions, taxonomy and hence, much of the collected
data, are incomsistent from training agency to training agency.
The lack of adequate information about the labor market
and management information about training programs is a major
obstacle to comprehensive human resocurce planning ard policy
formulation. 2Another major obstacle is the institutional
structure sst-up to develop planning and policy and to administer
the existing training system.
5. Institutional setting

The number of organizations, committees, and agencies



involved in human resource planning and coordinaticn may bs too
large to permit effective planning. Indeed, the number of
entities is so large there seems to be some uncertainty as

to how to share the responeibility. As seen above, tho Minjstry
of Manpover and Vocational Training har the responsibility

for planning and coordinating vocational training with the needs
of the labor market. The Ministry of Planning &lsc has the
responsibility for assigning manpower priorities and planning.
An inter-ministerial cosmittee, headed by the Minister of
Nanpower, is charged with coordinating manpower planning and
vocational-technical training. The Mvigory Council on
Technical Education and Manpower Development, headed by Dx.
Hassan Ismaii, is addressing planning and training isaues.

And £inally, recently Dr. Naim Abou-Taleb and Dx. Ali Selmy
‘were given the responsibility to assess sational Manpowsr and .
Training Policy. Each of these organizations cen play an
important role in planning,policy formulation and the
implementation of those plans and policy but, to date they
have had only limited success in developing an integrated and
effective system for human resource planning and policy.

In part, this may be the result of the overlapping

roipaulbutun in the institutional panoply.
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A similar aspect of the same problem is the extremely
decentralized structure of the training system. At least twelve
different ministries lave 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 among
alternative training methods, to assess occupational supply,
and to develop plans and coordinate training activities. MNoxeover,
the decentralized structure tends to freesze training into the
rigid institutional structure of each ministry and make, as a
result, training less responsive to the changing needs of tha
labor market. |

Bgypt is faced with many human resource problems, including
apong others, unemploymer.t, underesployment, a high illiteracy
rate, a rapidly growing labor force requiring massive job creatiom,
a highly institutionalized and decentraliszed traiaing systam,
emigration of many skilled workers, and serious skill imbalances.
The problems are not easily solved but, a carefully considered
human rescurces developmsnt and utilization strategy can work to
abats the preblems. The development of this ctrategy and the
achievemsat of the Government objectives in the next five years
will require careful planning, an appropriate institutiomal
structure, efficient menagement and, above all, good information

on which to base judicious decisions.
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IX1. A Gensral Plan to Mﬁlop & Comprehensive Numan Basources
Information; Planning and Poclicy System

There is much to suggest that Egypt should embark om the
development of a comprehensive human resources informatiom, Plamaing
asd policy system. The nature of the manpower prablems challeaging
Bgypt, the lack of camprehensive manpower plianing and poliey,
the poor coordination of a decentralized training structure, and
the inadequate data base, all suggest that there is meed for a
fresh long-term program to revise the existing system. |

The usual reaction to a suddenly felt need for ‘d-u and
planning, or the possibil:ty that much needed resources nay .
became available, is a rather &4 hoc program plan. BSurveys are
hurriedly designed, data quickly processed and policy is hastily
formulated. The literature is rich in examples showing how to
m rosourcves due to lack of a lorg-term program desige.

Loag-term program planning is also necessary frem tht. _
'MC point of view. Day to day decisions are mot pcseible
unless the data nwads are identified, tiiyets formulated,
individual projects established, necessary staffimg secured,
methodological issues zoiolvd. etc. In addition, some "ujuh
may require complex legislation to implement and legislatiom
often takes time. This is not to say that the design for am
| infcrmation, planaing and policy system should be rigidly eet
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but merely note 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 tims particularly
since the development of information, planning techaiques and
policy formulation is a learning experience requiring

continuwous refinement.

Perhaps an equally common error in project develogment is
to propose work of colossal dimension. Too often projects fail
simply because too much work was planned.

On top of this it should be emphasized that Rgypt urgeatly
needs information to make decisions now. The Government of Bgypt,
the World Bank, the International Lakor Organisation, USAID, and
other comcermed countries and organisations, are either investing
in, or otherwise assisting, the development of the educatiomal
oysten of Bgypt. Each needs to know more about the mature of
Byypt's educational system and its labor market imbalances.

Withia thase paramuters, what is suggested here is a long~-
tern general plan to overcvas some of the major human resource
peoblens and ebstacles in Egypt. In addition, an attempt has
bosa made to limit the project design and to suggest omly thou
things the: agpear to be feasible. Pinally, there are scme
sugpestions for those projects that can be accamplished in the
shest-yun. fOpecific supgestions and a work plan will follow

in the next seetion of this report.
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A. Institutional Structure
As noted earlier in the report, the present organisation of the

institutions in Egypt responsible for human resource informatiom,
planning, policy formulation and vocational-technical traising
are very cosplex and poorly coordinated. A reorganisation eof
the existing organizational structure appears to be badly needed.

It is tempting to suggest that a new agency, or an already
existing ministry, be vested with the responsibility, stromg
suthority and staffing capability to implement a comprehensive
hman resource information, planning and policy system. The
agency should collect and analyze current and planned labor
market and training program data, develop new data sources incleding
oentimuing surveys as needed, design information fox specific
user groups, develop plans and targets, manage ths txaianing system,
and develop and coordinate human resources policy. An ageacy such
as this would have the advantage of integrating the semplets
process in a comprehensive and consistent framework; from dats
development to policy formulation, from labor market aseds to
studeat training.

There are of course a number of disadvantages te this agpreech.
Such a massive reorganization would require securiag personmel
and administrative machinery that might consume energies needed
for other work. A reorganisation of this type might disrupt

on-going projucts unnecessarily. Moreover, it might not be
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feasible simply because a reorganization would alter already
established ministerial interests.

Questions of reorganization are obviously matters to be
decided by the Bgyptian Government and in the short-run camnot
be implemented. MNevertheless, a major reoxganisation should
be considered by the Egyptian Government &s part of its lomg-
term planning in this field.

In the shorter-ters and working within tha preseat
organisational structure, it might be advisable to formplly
establish a technical staff to work within the prime minister's
office. The technical secretariat should be recruited om the
basis of balanced representation of the warious concerned
interest groups but, the staff should be selected primarily
for its techmical qualifications. The techmical secretariat
weuld: compile and analyse all data relevant to humaa rescourcs
plaaning, policy formulation, training and managensant) 289088
the capacity and effectivemess of the present system) design
systems or models as needed; and identify policy, plaaning and
progran alternatives.

nmwm-qwofmtomwm
ocrganised to assist this advizor first by Dr. Hassan Ismail
and later by Dr. Naim Abou-Taleb. In spite of this support,
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and the progress the committee of experts has mads, tiu conmd ttes
is hampered by the limited time its members .an devots to it.
In addition, it would seem that the functions of this committee
are omes that should be reappraised regularly by a permaneat
staff cof experts. Ad hoc cosmittees can be effective in the
short-zrun but, in the long-run members tend to develop other
interests, take new jobs, or, for other reasons ths committee
falls imto disorganization.
B. Devel t of a rehensive Human Resources Inf Systes
Perhaps the major requirement for improving the relevaaoy
and efficiency of the vocational-technical training system and
Muman Resource Planning and policy making is to strengthea the
human resource informatinn system. It is impoesible to plan
w!thout good information on which to base judicious decisioms.
i* wover, good information can be best achieved if it is developed
v.thin a comprehensive and consistent framework.
Given the Human Resouice problems facing Bgypt, it would
seem imperative that Egypt should take steps to develop three
kinds of information: general economic data, )abor market
information, and data to manage the t.ain.ng system. By and large,
much of the information elements needed to develop these data

systems currently axist or could be drviloped from exieting data.
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It appears in many instances that the data problem is not so
much the lack of data as it is its unavailability (or unawareness
of its existence) for potential users. Much must be done to
organise the information, perticularly since many data users
need help in the interpretation of statistical evidemce. Program
Banagers, curriculum developers, even policy-makers and planmers,
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
loag-ter> the Egyptian Government may wish to consider organizing
Jdata produces * and data users within one agency; within the
shorter torm a tachnical secretariat might act as a catalyst in
the develogment of this information and philosophy.

The following is a general plan for developing the three
types of needed informetion both in the long and in the short ters.
A specific outline of work for the short-term follows in sectioa IV.
1. General economic informstion ~

General economic information is needed both to assess the
changing structure of the Egyptian econcmy and for the develogment
of laher market informstion. The specific data elemeats in this
and the othor data systams are contained in Appendix A.
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In the long-term, Bgypt should consider daveloping a general ‘
sconametric model of the Egyptisn economy. The develogment and
analysis of such a model would stimulate a better undsrstanding
of ths Bgyptian economy among planners, policy makers and ether
Gwvermment officials, it would be useful for forecasting future
levels of ecomomic activity and, it would be helpful for
simulating different economic alternatives and neasuring the
nanpower impact of thosc alternatives. FPossible udmu- that
&ppear to be feasible are either input-output or axport-base.
models. |

In the shorter-term, it would seem that the major task
is to osllect and analyse all relevant econcmic data for amalysis
in eemsert with labor market information and with am eys for
dentifying immediate data 7zaps.

2. Labor market information

Labor market information is primarily needed to sccess ourrent
and future skill imbulances but, it also provides needed |
_ information for curriculum Planning and vocational guidance.
MM long~term program planning is important, the develogment
of this information should be emphasised in the short-term.

The initial task should be to develop current and projected
(S or 10 year hence) estimates of manpower demand hy cocupation;
ourTent and projected estimates of manpower aupply by training
- program) lnﬁch the occupational needs with t:atnufq m-'

'out.put to derive current and projected estimates of unmet needs
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(demand less supply); prioritize the results in terms of a
development strategy; and suggest alternative training plans.
A secandary task should be to collect and analyse other infermatioa
about the characteristics of occupations, wvages, working
oonditions, labor force, etc. This information could prove
useful in an analysis of skill shortages and, in additionm,
would serve all client groups with information about the nature
of the labor market.
3. Training system information

Of the three types of data,information about the training
system is best developed. Information about thc number of
students by training program, training facilities and the like
are fairly straight-forward and easily obtained. Perhaps the
single major data gap in the information is the lack of occet
information about specific training programs. In addition, there
are problems comparing information about training from ministry
to ministxy. Asaresult, Egypt should develop a national
information system for vocational training programs. The systea
should develip standardized data collection instruments and terms
that would allow inter-ministerial comparison.
C. Impgovemsnt of the Management Information System

In addition to strengthening the data about the characteristics
' of the training system and improviny ine data needed to manage

. the system, the Government of Egypt should also consider



improving its techniques for the systematic evaluation of that
information. There are several suggestions that might contribute
10 %a® better management of the trainimg system.

Pirst, the Government might develop a computer model to
simulate different management alternatives. A computer simulation
model might be particularly useful for the management of
Egypt's decentralized training system. For example, a simulation
model could estimate the future investments needed for training
facilities, teachers, funding, and the like, if the school age
population were increassd by say, 100,000 students. The design
of the Management Information System should be specifically
designed for Egypt but, as a general impression it would appear
that many of the models already designed and implemented could
be applied to Egypt with only minor wmodificalion.

Second, the Egyptian Government should consider spoasering
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 toward deceatralising
decision-making in Egypt suggeststhat more and better trained
administrators will be needed in the future. Training administratois
must 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 Eyyptian training
system will be impaired.

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

Substantial institutional change and the development of an
adequate information base are prerequisites to strengthen Egypt's
capacity to plan, manage, and develop ffective policy for its
human resource tiaining programs. Fven though these measures
are paramount to the development of j.lanning and policy making,
there are several other measurcs that are important to emphasize.

The Government of Fgypt should ercourage institutionalizing
& planning and analytical capability within each agency involved
in training. Many ministries do not heve staff members that
are responsible for data collection and analysis, or planning.
Mministrators and policy makers need a continuing flow of prompt,
accurate and well-analyzed information. In addition, many
administrators need assistance in determining the alternative
plans of action sugqested by the unalysis.

In an effort to encourage the institutionalization of
planning stoff 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 experts from cutside the country.
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Finally, Egypt should consider the development of a policy
simulation model. There are a number of alternative models already
deviloped but, Egypt should be careful to select or develop a model
that fits its particular circumstances and solves those problems
ryelevant to it.

The World Bank model currently under consideratiom for
application in Egypt, shows much promise. Nevertheless, the model
is not without some problems in design if it is to be applied in Sgpyt.

Although I have never been provided with a clear description
of the World Bank model, I have been able to derive some teatative
notion about its structure from several casual discussions. It
appears that the model was designed to develop policy altsrrmatives
for OPEC Arab states. As I understand it, the primary aim of the
model i{s to determine the optimal mix of foreign and domestic
Banpowvir needed to carry out the extensive cepital dewvelopment
of the O\SC states. It also appears that the model does not
attempt to project future levels of economic activity from past
trends but, rather takes the level of activity as a given i.e.,
there are no financial constraints for investments. In addition,
the model does not have a particularly sophisticated method for
estimating manpower demand and supply and, currently develcpe BARpOweY
demand and supply estimates for only about 15 occupational ocategories
and 10 economic sectors. Many of these problems of model design can

be overcome but, it will require substantial effort.
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| The World Bank model is not a long-texm program designed
for developing a comprechensive 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
peroblem that requires a long-term plan of aciiva. Moreover, there
is no reason to expect that the World Bank model will provide
better information any quicker than if the same resources wera
devoted to a long-term program design. In this light, it
appears the Govermment of Egypt should carefully consider
all possible policy simulation models before consuming its
energies in the World Bank model.

IV. Some Specific Suggestions For the Development of a Human
Resource Information System

o The single biggest obstacle facing Egypt in the field of
human resource development is the lack of an adequate information
system. Good information is a prerequisite for improving the
.nlovnncy and efficiency of vocational training and for developing
a camprehensive human resource strategy. Egypt should start
now to develop a human resource information system.

If as it appears, Egypt is about tc embark on the development
ot_a human resource information system, it is smportant that that
system be comprehensive. The information s'stem should be
comprehensive in the sense that it should be designed to sexve

all client groups. Policy makers, planners, training program
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Banags.3, educators and students each frequently reguire the
same, or similur, information to study ¢ problem. The infosmation
system should be designed to provide long-run (3 yeara or mere)
a8 wall as, short-run (1 year) and current estimates. It shamld
offer flexibility so that users may sizrulate alternative pouq
dacisions or study specific sectors of economic activity. Pimally,
it shvmld provide information for the Nation as well as for
regional markets within Egypt.

The nature cf the human resource problems facing Bgypt
suggest 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

elpect of trained graduates, what substitution policies exist
among various occupations and sectors of econamic activity,
how can the educational systeam be geared to meet manpower
roquirements, how can specific vocational-technical training
needs best be met e.g. on the job or institutional training,
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 spite of the magnitude of the task, it is feasibls
to develop a comprehensive human resources inforsatioa systam for
Egypt. Much of the data needed to develop a basic informstiom
system are available, cven if they are not .ow organised as &
human resource information system. What is needed is simply
the time and resources to collect, organize and analyss these 4data.

The following are sos: suggestions for developing a
human resource inforastion system. Included in the pien is
1. z= outline of data and methods that should be used to
generate the needed information and, 2. some specific tasks
that must be accomplished to facilitate the analysis of the data.
A. Labor Market Information

A effort should be made to dcvelop a comprshensive labor
market information (LX’) system as all aspects of INI are
relevant to human resource development. Nevertheless, partioular
emphasis should be devoted to measuring current and futuce skill
imbelances through the uss of estimates of manpover demend and
Nr;-)lv-‘
1. Mampower demand information

Moet of the recent efforts to develop current and future
estimates of meapower needs in Egypt have attespted tn generate
these data from surveys of employers. Esployers are typically
asked to pecvide information about their current staffing pattern

by occupation and an astimate 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
axe quite bad.

In apite of the intuitive appeal of estimates of manpower
needs derived from o-ploy;r ‘surveys, substantial resesarch inm a
nusber of countries hasz shown that method to provide incorrect,
and often perverse, data. Indeel, research conducted in Bgypt
by the Institute of National Planning concluded that i was
ispoesible to derive suitable information about future manpower
needs, or manpower shortages and surpluses, from employer surveys.®
Imployers simply lack a clear concept of the future and/or &o
not have a qualified planning staff to accurately estimate their
future manpover needs.

In light of the above, it is proposed that Eqypt develap
eztimates of current and future manpower needs through the use
of an Industry-Occupation matrix. This approach is a provsn
method. for producing accurate and comparatively low-cost estimates
of manpower needs.

The matrix approach requires two sets of information:

an industry-occupation matrix, and historical estiiutes of

* Nohamed Momgi, Inventory and Estimates of Manpower liseds ix ?
WLW: Study. MNational Institute of Plamning,
+ Bgypt, 1975, ‘



eaploymsnt by detailed economic sector. Using standard rogtoutéa
amalysis of the em)loyment by economic sector data, it is poesidle
to derive estimates of target year economic growth by econemic
sector. With several cbservations of occupational staffing
patterns, estimates of the change in occupatiocnal staffing patterns
can be cbeerved. The application of the projected staffing
pattern changes to the target year projections of econamic
activity, yield estimates of future manpower needs. This is of
course only a broad outline of one possible use of the matrix
approach. The actual method used depends upon the data and staft
support availabie for analysis.

Fortunately, much of the data necessary to pursuse the matrix
approach in Bgypt is currently available, or could be available
with some retabulation. The sources of occupatiomal staffiag
pattearn information are: the 1960 Census of Population, the 1966
Census sample, a 1972 survey of the Public, Private, amd
Government sector cunducted by CAPMAS in cooperatiom with INe,
the 1976 Ceneus of Popuiation, and a NMational Survey of
. Batablishment ccnducted by MOWVT in both 1976 and 1977. Industry
aployoent estimates are available for the years 1937 ¢e 1984,
1966, and 1966 to 1974 from a survey conducted by CAPMAS, as well
as ft- the above scurces of occupatiomal staffing pattera information.
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In spite of the apparent availability of data for analysis,
theze are saveral problems that must be overcome. Since CANNRS
is the dgpository of much nf this information, CAPNAS must be
willing to cooperate in £hil effort. Second, as might be enpested
much of this data is not strictly comparable and much uulniu
of these data is necessary. For example, the 1976 Csasus is a
survey of households while the 1976 Ministry of Mampowsr
inforsation was derived from a survey of establishments. Thisxd,
it appears that CAPMAS does mot plan to develop imdustry-
occupational matrices for either the Nation or roqiml labox
markets within RBgypt. Since these matrices would be extremely
useful for the development of current and projected estimates
of ma power needs, every effort should be taken to sncu.~age
the development of these data.

The short-term task ahsad for the Egyptian Govermment is clear:
It must organise 2 full-time staff cf experts to develop estimates
of curreat and future manpower needs by occupetion. The staff
of enperts would work within the existing ministerial structure to
ocollect the information cited above, analyse the Gatl, ideatify
potential data gaps, and suggest methods for ismproviag the deata base.

In the leager-term, the staff of experts should undertahe

twe majer projects. Pirst, it should appraise the curreat labor
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sarket information and, on the basis of those findings, prepare
a plan for the comprehensive development of that informatiom.
Particular emphasis should be placed upon developing information
for special client groups e.g. vocational guidance materials
and information for curriculum planners. Second, 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 and its
effects on training programs; Emigration and its effects on the
Egyptian labor market.
2. Manpower Supply Information

Much of the data needed to develop basic estimates of the curreat
and projected supply of training program graduates are readily
available from the individual ministries responsible for that training.
This information, however, is not easily comparable from ministry
to ministry. As a result, a committee of curriculum experts in
vocational-technical educaticn should be formed to standardize
oconcepts, definitions and taxonomy. As part of that effort, the
committee should develop cross-walk instruments that weuld allow
for the comparison of training data between ministries and with

the eccupational categories used to develop manpower demand informatiom.

The supply of manpowsr is not just the numbers of trained

graduates from vocational-technical schools. Others enter the labor



force from the military, some graduate from private schools, same
are trained on-the-job, and others re-enter the labor market after
some period of inactivity. Although these sources of manpower
Supply may be fairly small, eve.y effort should be made to
obtain information about each of these sources. Perhaps thie
activity would be best carried out by the full-time statf
examining labor narket information.
3. Management Information

In order to maximize the impact of the training system ea the
labor market, managers must be able to decide what kinds of traiaing
can best achieve objectives and evaluate the effectivensss of those
training prograsms. Unfortunately, the present management information
system does not provide much of the information needed by decision
makers. Moreover, the information that is ocollected is not
sufficiently aralyzed to be useful for Banagers.

The Govermment of Egypt should organize a comsittes of saperts
to design a national system of management information for vocational-
technical education programs. The committee should design a systea
that would by useful for both the National Government amd individual
ainistries. 2articular attention should be devoted tc develeping
& standardised system for measuring the costs by individual
traianing programs.

In the short-term, the committes should attempt to develop
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a set of performance indicators that might be useful for intex-
ministerial comparison. The Government should also consider
improving the capacity of the training program administrators
to manage and to gather data, through the use of seminars om
management techniques and statisticol development.

V. Somes Suggestions for AID Support in the Area of Numan ResScurce
Information Planning and Policy Making.

Indicated below are some suggestions on the kinds of techaical
assistance AID might offer the Government of Egypt in the area
of human resource information, planning and policy making.

The present organization of the training structure and the
human resource information, planning and policy making is
extresely corpiex and poorly coordinated. A reorganisation of
the institutional structure is 1odly needed but, that is clearly a
matter in which the Egyptian Government must take the imitiative.

A rationgclisation of any part of the training, plamning,
zolicy making, or information systom however, would make it easier
for the Bgyptian Government to assess and implement soms of the
required changes. JMoreover, any rationalisation of the system
would sexve AID interests,as well as other concerned countries
and orgenisatioms, in formulating a strategy for assisting Bgypt's
humen ressurce development. It would seem that AID should seise
any goed epportunity to assist the rationaliuation procees.

From this advisor's perspective, AID currently has an

sxcsllent opportunity to assist the Egyptian Government. All the
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ingredients nocuufy to develop a basic human resource infosmation
system are available: the data elements needed exist even if they
must be orgarised and analysed, a qualified staff of Bgyptiaa
technicians t assint the effort has been assembled and , perheps
most important the effort has the profound support of the Bgyptias
Govermment. Dr. Naim Abou Taleb, Minister of Communicatioms,
Transport, and Marine Transport, is deeply interested in the
project and, as illustrated by his efforts to date, is cosmitted
to providing vhatever administrative support that may be Receasary
to complete the project. The only ingredients that are not preseat
are the technicel guidance and financial resources to carry out ths
project.

A. Human Resource Information

In this light, it would seem that AID should seise the egpertwaity
te provide valuable assistance to the Egyptian Goverameat by
strengthening its human resource information system. Develeping
good information is a prorequisite for developing plamming and
policy, and in the advisor’'s opinion, would lead naturally iate
an isprovemont of those functions.

There are two important proposals in this area fexr AID
oensideration. First, AID should support the sexvices of a
full-tise (at least one year) advisor in the area of hmmea
resource information, planning and policy making. The advieser

would perform several important functions: assist the Bgyptian
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Government in the development of a comprehensive human resources
infox~ation syster; encourage and assist the development of
comprehansive and consistent human resource planning and policy
making; provide AID a continuing analysis of the husan resource
situation and contribute to the formulation of an AID strateqy
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 oxrganization.

.80cond, AID should consider temporary financial support for
& strong technical staff to support the activities of daveloping
a comprehensive human resource informaticn, planning and policy
system. The financial support could be made directly to the
Bgyptian Government. This might be the best approach if the
Bgyptian Government estzblishes a technical secretariat for the
development of this system. At this stage or until a long-tarm
project is designed, it might be best to channel any financial
rescdroes through the human resources' advisor or lducaﬂoa officer.

There are several reasons for financial support in this
area. First, ad hoc Committees are not effective in the difficult
wek of data developmeat, planning and policy formulation.
Committes msmbers often have multiple responsibilities and

cannot devote their full efforts to the tasks at hand. In additiomn,
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it is important to establish a full-time staff to carry oa the |
activities once the program is developed. Second, the development
of an information system, a planning or policy model etc., will
Tequize some computer time. Resources for this type of activity
are in short supply in Egypt. In the advisor's view, a short-
term enpenditure for these activities would demonstrate the use
of these techniques and, free-up resources in Egypt for future
work.
B. Other Areaa for AID Technical Assistance
1. Munan Resource Planning

AID could assist in strengthening the human resource plamming
techaiques in Egypt. It could provide assistance to am apprepriats
Byyptian organization to conduct seminars in planning technigques.
Shert-tera advisors might be able to assist with the seminars
and assist any agency or organisation in need of individual
assistance. Indeed, nearly all thz ministries with which the
advisor confered wanted direct assistance from tne advisor.
2. Nanagement Information System

AID could assist the improvement of management informations
and the systematic evaluation of that information in several
ways. It could provide seminars in Cairo on the design and
development of management information systems. It ocould also
Srovide short-term training courses designed to streagthen the

edministrative capabilities of training managers. I’inally, AID
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- oould provide short-term techiical assistance to individual key
ainistries in the areas of management information systems and
sdministrative development for training program managers.
3. Miaistry of Manpower and Vocational Training

The Ministry of Manpower and Vocational Training is NMQ
for many of the activities proposed in this report. Unfortumatsly,
the Miaistry has not been adequately performing its plamning
and coosdinating function. MNost people I spoke with felt that
it wvas partly a problem of leadership and partly a problem of
inadequate staff. AID could assist this agency in several areas.
Pirst, A!D oould provide short-tern technical assistance to
_strengthen the management capabilities of its staff. Second, some
short-ters assistance in the Ministries' specific activities e.q..
Q&ltt. of laber exchanges, development of labor marhet infeswatica,
, 'l development of vocational guidance materials, might be very
helptul.
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APPEMDIX A: Some Data Elements of a Basic Wuman Resource Information

A.

C.

Systea

Population Information By

1.
2.
3.

"

geographic location
age

esducational attainment

General Ecomomic Information By

1.
3.
3.
4.
S.

.1'

domestic productc by economic sector
capital investment expenditures
geovermment expenditures by program area
value of exports/imports by major product
value of sales and unit sales

measures of worker productivity A

other natiomal accounts information

Labor Foxrce Information By

R 1.

2.
3.
4.
S.
6.

7.

geographic location

age

sex

aployed/ unemployed
individual and family income
paid and unpaid faomily workers
educational attaimment
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D. Hmployment Information By

1.
3.
3.
4.
S.
6.
7.
8.
9.

10.

ecencmic activity

geographic location

ococupation by age

occupation by economic activity

sumber of dual job holders by skill level by occupatioa
employee turnover by industry

employee turnover by occupation

oocupatioa of previous job

geographic location of previous job

oocupation by income (wages and other compensation)

B. Bucatiomal Information

1.

earollmeat by

a. schosl grade

b. locality

c. area of study (Vigher Education)

training completers by
a. type of training (electricians, auto mechaniocs)

. scuree of training (vocational, technical, om-the-jeb)

¢. aiaiotry
4. gosgraghic lecation
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3. manages t information
8. oost of training by specific training program
b. physical plant of training facility
o. sumber of teachers by training progras

d. equipment by training program
o. location of training facility.





