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SYNOPSIS

This report focuses on the need to create 300,000 to 500,000 new
jobs each year in Egypt during the current decade. This will require
much faster employment growth than in the past, and can only be
accomplished with fundamental change in the focus of public policy.

Principal obstacles to sufliciently rapid rate of job creation are
identified as: (1) excessive wage growth; (2) inconsistencies between
public and private sector wage structures; (3) low productivity in public
enterprises; and (4) wmismatches between education/training programs and

skill requirements for economic growth.

Chapter I1 and Appendix A provide cvidence that current tightness
in the labor wmarbet will be temporary, and that large labor surpluses and
high unemployment and underemployment will occur unless the rate of job
creation is increased substuntially. After considering potential sources
of employment, a Jjob creation strategy is proposed which focuses on
increasing labor demand through the growth of iabor-intensive export

industries.

Recent wage trends are reported in Chapter TII1 and Appendix B.
Real increases in legislated mintmum wages and beneflits have exceeded
rates of productivity growth, and are deterring the adoption of

labor-intensive technologies in industry. [nconsistencies bLetween the
public sector civil service wage structure, and recent developments it
the private sector, are causing labor misallocations. [ncentive and

productivity problems in the public c¢nterprise sector are described.
Continuing low wages of women pose problems for income distribution, but
opportunities for accelerated industrial growth as well. Occupational
wage patterns are consistent with survey results showing on-poing
gearcities of engineers, technicians, skilled craftworkers, and middle

level managers.

In chapter [V, mismatches between educational enrollments and
expenditures, and labor market neceds, are reviewed. In particular, (1)
primary and preparatory enrollments remain below appropriate target
levels, and adult illiteracy rates remained persistently high; (2)
gsecondary curricula lack sufficient ewmphasis on Pabor-market preparation;
(3) public vocational cxpenditures are insufficient “o meet a number of
skill needs in the labor market, and do not provide subsidies to
eacourage private training which could benefit the weconomy as a whole;
(4) a great deal wore management, personnel supervision, industrial
relations and achievemeat/mot ivation training i{s needed in both public
and private sectors; and (5) budgetary needs of most literacy, basic
education and vocational training programs dre  not being met, while
expenditures on  university  programs oare disproportionately  large.
Suggestions are made Tor shifting the balance in favor of more necessary,

higher-pavalf{ programs.

The principal findings of these three anaiytical chapters are
presented in Chapter [, togcther with recommendations for increasing
overall luabor demand, revising toncentives to enhance productivity in the
pulic enterprises, and expanding and strengthening education and training

prograns.



Executive Summary

Egyptian labor markets have tightened significantly during the
past decade. Rapid economic growth has greatly improved employment
opportunities. Public employment has increased sharply, due in part to
job guarantees for war veterans and higher-education graduates.

Temporary emigration to the Arab Gulf has also continued to increase. As
a result, previous labor surpluses in agriculture have been greatly
reduced or eliminated and real wages have risen in the economy as a whole.

However, these labor market successes will be difficult to sustain
during the 1980's. Growth of the domestic labor force will soon overtake
net employment incrcases, causing renewed problems of unemployment and
underemployment, unless an effective job creation strategy is adopted.
Public employment, which has accounted for nearly 90% of net job
creation, cannot continue to grow fast enough to absorb the 300,000 to
500,000 additional workers who will need good new jobs each year. Net
emigration is likely to decline. In other sectors, employment growth has
barely kept ahead of declines in agricultural employment.

Because¢ wages are the only source of income for a large majority
of Egyptian families, productive income-earning opportunities are the key
to equitable income distribution and an improved standard of living.
Thus, creating enough good jobs must be a central focus of development

policy. However, the recent increases in prosperity could easily be



reversed unless action is taken now to expand employment growth. To
prevent mounting open unemployment and underemployment, public policies
and resources should focus on expanding production of labor-intensive
industrial exports.

Forecasts of sectoral employment suggest that between 260,000 and
370,000 jobs will be needed annually in industry alone. 1In 1975-1979,
approximatel - L.E. 15,000 of new investments wcre required for each new
job amorg Law 43 industrial firms. At these levels of capital per new
job, it would not be feasible to create enough additional employment
during the 1980s. At current prices, annual investments of between L.E.
3.4 billion and L.E. 5.3 billion would he required in industry. Adequate
employment growth, at a sufficiently rapid pace to avoid an unemployment
crisis, can be accomplished only through more labor~intensive industrial
growth. Egypt has labor and other resource endowments which are well
suited to labor-intensive export industries. These industries can
provide large numbers of jobs, while strengthening the productive base of
the economy and improving Egypt's long-run competitiveness and balance of
payments.,

While there has been an increased reliance on private market
pricing, subsidies and government-controlled prices have continued for
many items. This dual pricing system has created distortions and
misallocations vhich foster inefficiency, make labor-intensive
investments less prgfitnble, and increase income inequality. Some
distortions are inevitable, particularly during rapid economic

development. However, misallocations can be significantly reduced.



Public subsidies have favored capital accumulation. Comparable,
offsetting incentives are needed to encourage employment-oricnted
growth. Wages for unskililed labor are above long-run soclal costs, due
to current demand pressures which will soon give way to growing
surpluses. Recent government efforts to raise earnings of low-income
families by increasing minimum wages and benefits ultimately will be
seif-defeating unless wage gains are backed by productivity growth.
Inflation erodes any temporary improvements in real income, and high
labor costs cause investors to select technologies which are more
capital-intensive than is appropriate for the econemy in the long run.
Tncrease.t labor cests also undermine the competitiveness of Egyptian
exports. The immediate distributional advantages of accelerating wage
increase bv government fiat, rather than through rising productivity,
should he weighed carcefully against the social and economic costs of
foregone employment growth in the future.

Several other recent trends in formal sector relative wages are

particularly important for job creation and industrial growth:

* The wage structure in the public sector remains narrower than
in private firms. Entry-level wages are higher, while
technical and managerial employees receive less,

* Women, whose average wages have increased somewhat relative
to men, continue to ecarn wages which average only one half to
two-thirds of male rates,

* Recent changes in occupational wage differentials confirm
that scarcities remain in markets for well-trained engineers

and technicians, skilled Yaborers and craft workers, and

middie-level managers.

Tn public enterprises, the narrower wage structure and extensive



remaining labor redundancies continue to cause inefficiency. The

strength and productivity of these public firms is crucial for successful

economic development. Tn manufacturing, these firms account for nearly

half of enumerated employment and supply the economy with lkey
intermediate products and consumer goods. Measures now being considered
to increase managerial autonomy, and additional measures to extend
productivity incentives to all employees, are important for strengthening
public firms.

Despite increasing educational attainments of young women, and
correspondingly greater participation in formal sector labor marlkets by
new female entrants, sex discrimination remains strong particularly in
these good jobs. The benefits of recenc economic progress have not been
extended as fully to women as men. TIlliteracy remains high among
Egyptian adults, much higher among women. Gains in educational
enrollments have little benefit for older women, whose prospects for
product ive employment may actually have worsened. Educational
requirements are currently higher for women sceking well-paying jobs than
they are for men, and the large majority of illiterate women may be
increasingly marginalized as employers raise educational requirements in
formal sector jobs. Thus. returns to education are still lower for
women. Greater enrollment levels in basic education for female children
can provide only a partial and long-term solution to thesc¢ problems. Tn
addition, more imnediate efforts are needed to lower barriers to
employment for less-ceducated adult women.

Vocational education and trainiig efforts are planned or under way



to close the most serious skill gaps. Despite a considerable expansion
in recent years, however, many skill programs are still below the levels
required to fill existing or anticipated gaps. Among the most serious
and unmeasurable consequences of skill shortages are the selecttion of
labor-replacing technologies, and an overall reduction of investment. In
some areas, such as construction, the impact is clearer than in others.
The large volume of temporary emigration poses added problems in
anticipating shortages, and in providing sufficient skill training. The
relative costs and benefits of emigration need to be weighed carefully.
A consistent policy toward :migrants needs to be implemented, and
training programs need to compensate for ongoing attrition thtough
emigration.

The other project reports include proposals to support more rapid
growth of labor-intensive export industries. To expand employment
opportunities in industry at a sufficiently rapid pace, a number of
additional measures in the labor market are needed:

* create a national-level technology clearing house

to identify successful labor-intensive production
alternatives, and to inform prospective investors of these
employment-oriented options;

* help identify international markets for exporting firms which
utilize labor-intensive production methods;

* limit legislated and adaninistered real wage iucreases at the
national level to the rate of productivity growth;

subsidize vocational and technical skill training by private
and public employers on an equal basis;

3%

*  assist managers in learning how to improve persounel
supervision and industrial relations through training and
advisory consultation;



3*

establish a large scale program of administrative and
achievement training for both public and private sector
managers through short-term, focused management seminars;

* agsess the costs and benefits of emigration, and develop
more effective incentives to keep needed personnel in Egypt;

*  increase the educational base of the work force, by expanding
primary and preparatory enrollments, increasing practical and
pre-vocational content in the curriculum, and intensifying
efforts to increase adult literacy and basic education; and

* improve job access for capable men and women, by developing
hiring criteria which reflect necessary competencies rather
than unrelated educational attainments.

To increase productivity in the public enterprises, the most

important work for~e policies are:

* increase managerial autonomy and base managerial bonuses on
improvements in enterprise profits, where profits are defined
through social accounting which reflects pricing subsidies and
economy-wide objectives;

* reward managers for adopting efficient labor-intensive
production alternatives by including the social value of job
creation in firms' profit accounts;

* revise the wage and bonus system, separating it from regular
civil service regulations, to reward all group and individual
contributions to increased productivity;

* provide advice and support through a staff of government
industrial relations experts, in defining new
enterprise-specific compensation systems, redesigning jobs,
reallocating and retraining employees in a manner which is
satisfactory for workers and management, and strengthening
internal labor-management and bargaining practices;

* provide direct assistance in retraining workers for new
assignments within the firm; and

* provide achievement and supervisory training for many
middle~level managers and line supervisors.

In order to reduce average training costs and increase

profitability associated with labor-intensive technologies and



investments, the following measures are proposed to strengthen the

educational base of the work force:

* increase enrollments in primary, preparatory, and secondary
technical schools programs;

* intensify efforts to increase adult literacy and basic
educational programs; expand remedial and skill training
programs in the military for men, and develop counterpart
screening and remedial education institutions for women;

* double or triple budgetary commitments to these programs;
finance increases if necessary by shifting support from less
vital university and highar-education programs through a
variety of specific proposed measures;

introduce more practical and pre-vocational content into the
primary and preparatory curricula, including an agricultural
componeat for rural children;

* develop cvaluation and certification methods which are more

oriented to praccical competencies, are ltess focused on rote

memorization of theoretical concepts, and are available to
those who have learned outside formal and other institutional

education and training channels; and

* expand teacher Lraining programs, and provide upgrading
seminars for existivg teachers to introduce competency-based
teaching wmethods, and applied curricula,

One of the most serious obstacles to effective humin resource
planning is the lack of current, rapidly available data. An extensive
data collection system exists, but data compilation and retricval is too
slow to be of use to program planners and policy makers. This is an area
where a relatively small investment could provide substantial benefits by
allowing planners to anticipate skill shortages, plan necessary tratning
programs, and adjust incentives as needed.

The large size of the U.S.AT.D. program in Egypt creates a unique

opportunity to assist Egypt in achieving self-sustaining growth. By
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focusing on job creation this assistance can make a decisive difference.

In the industrial development program, a paramount criterion for

selecting projects to assist should be the long-run contribution to

employment growth. An Employment Tmpact Report should be included in all

project assessments.

In addition to providing funds for employment-generating

investments, U.S.A.T.D. programs could have a powerful leverage effect on

job creation by providing technical support and consultation in the

following critical areas:

X
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identifying successful labor-intensive production technologies
which are appropriate, given Egypt's resource base and
comparative advantage;

building an effective, computerized, rapidly accessible human
resource data base, and expanding personnel capabilities for
effective data management, analysis, and human resource
planning;

strengthening managerial training, for line supervisors and
middle~level as well as top managers, including components for
personnel management and industrial relations, achievement
motivation, and (for the relevant decision-makers),
identification of efficient labor-intensive investment
alternatives;

introducing modern teaching methods and technology into both
basic education and technical vocational/skill programs; and

developing new curricula to increase the job-relatedness of
lower-level education programs.
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I. LABOR AND I[NDUSTRIAL GROWTH:
SUMMARY AND RECOMMENDATIONS

Bruce Vermeulen

Egvptian labor markets have tightened significantly during the
past decade. 1In the period 1973-1980, average real wages increased
steadily in the cconomy as a whole, while in agriculture scarcities of
even relatively unskilled workers have emerged.  The rapid economic
growth of the past decace, spurred to a great extent by the infitah
policies, has brought an increase in living standards [or many workers,
although it has also led to a greater degree of income inequality.

The recent economic gains have occurred during a period in which a
fundamental shift has taken place toward greater reliance on private
pricing and allocation decisions in the market. This has created a
poculiar juxtaposition of administered with market-determined wages and
prices, with unavoidable distortions which too often result in private
profit at the expense of the government's ambitious objectives concerning
growth and equity. Despite these distortions, the economy has
experienced continuing rapid economic growth.

Tt will bYe increasingly difficult in the 1980's to reproduce the
successes of che past decade.  Rapid labor force growth and increasing

-1-



demands on public resources may cause unacceptable reversals in the labor
market -~ stagnant average real incomes and increasing unemployment --
unless a major program for job creation is implemented by the government.
The purpose of this report is to recommend a set of changes in
labor market policies which can accomplish cost-effective increases in
employment, productivity, and worker incomes on the scale required during
the 1980's. The report focuses on three broad areas of policy concern:
(1) the imminent need to create a potentially massive number of new
productive jobs if an unemployment crisis is to be avoided; (2)
distortions in the level and structure of wages and incentives which must
be carrected to avoid dampening ecouomic growth and job creation; and (3)
serious mismatches between the nation's education and traluing system and

the labor marke:. requirements of the 1980's.

A. Principal Problems for Employment-Oriented Industrial Growth

Rapidly Expanding Job Creation Needs

There is little question that the lahor market was much tighter in
1981 than it was five years earlier. However, the success in creating
jobs faster than the growth of domestic labor supply has been achieved
partly through actions and circumstances which are unlikely to generate
enough jobs in the future. Large annual increases in the number of

temporary emigrants -- in numbers totalling perhaps as much as 40-50

percent of net annual increases in the labor force -- have helped to



limit the need for new jobs within Egypt.l The expansion of government
employment has also been an extremely important factor in overall labor
absorption within Egypt. Increases in private non- agricultural
emplovmenc have scayed only slightly ahead of declines in the
agricultural work force. As a result, close to 90 percent of net job
creation can be attributed to public sector jobs.

Neither of these factors can be relied upon to the same extent in
the future. Net emigration rates almo-t certainly must decline over
time, even in the absence of any abrupt revaersals ot demand for labor
among the Arab Gulf nntions.% Similarly, government employment cannot
be expected to continue increasing at previous rates. Already, there are
mounting pressures to reduce the degree of redundancies in public sector
employment , particularly in the public enterprises. As the budgetary
drain of 1ow-productivity jobs increases through wage inflation and
continued hiring of redundant workers, fiscal pressures will force a
shift of emphasis from increasing government jobs to raising productivity
in existing jobs,

Labor market forecasts reviewed for this report ignore or
underestimate another change which is taking place in the Egyptian labor

market. Although the proportion of Egyptians having previously earned

1. For a discussion of the range of estimated emigration rates,
sece Chapter IT and Appendix A.

7. See R. Rucker, "Egvpt: FY 1983 CDSS Employment and Labor
Force Annex," U.S.A.L.D., Cairo (1982), p. 35,

3. As the pool of Egvptians who have been abroad for an extended

period of time increases, return migration will increasingly offset the
ongning flow of new emigrants.



secondary and and higher-level degrees is still small, and women have
received much less education on average than men, enrollment rates are
now changing rapidly. Both the numbers and proportions of young women
receiving better educations are increasing. Unlike women with less
education, who have bheen largely excluded from the formal sector labor
force, these women are guaranteed public sector jobs as are men. They
have very high recorded labor force participation rates, which have grown
Faster than employment opportunities; thus, recorded unempioyment rates
among these women have also grown.4 Because government policies have
fostered new sets of aspiriations in both men and women who zain access
to secondary and higher-level education, the change in educational
attainments among women is likely to have profound effects on the
composition of the enumerated and skilled labor force over time.

Each of these factors has a potential for increasing the need to
create new productive jobs more rapidly than has been anticipated in the
five-year plans. Together, these changes could result in critical levels
of unemployment. The recent gains in real wages and employment cculd
rapidly be eroded, as in the past,‘S unless a concerted program is
undertaken to develop new sources of productive employment. An estimated

D Y

4. For an in-depth discussion of female labor force
participation, sce H. Papanel and B. Tbrahim, "Economic Participation of
Egvptian Women: Tmplications for Labor Force Creation and Industrial
Policy" (report submitted as part of this project). See also education
discussion in Chapter TV of this report.

5. The historical cycle of rising and stagnating real wages is
discussed in Bent Hansen, Samir Radwin, et. al., Employment Opportunities
and Poverty in a Changing Economy; Egypt in the 1980s: A Labor Market

Approach; first draft (Geneva: International Labour Office, 1980).



300,000 to 500,000 new jobs will be needed each year to keep pace with
labor force growth. To assure adequate wage earnings in these jobs, as

many as 270,000 to 360,000 of these jobs may be needed in the industrial

sector alone.

Wage Distortions and Labor Misallocation

Average real wages in the economy have risen for most of the
period since 1973-1974, Detailed wage data, which were available for
this report only through 1976 and 1977, show a general reduction in wage
differentials across major sectors, two-digit industries, and for blue
collar-white collar, and public-private sector comparisons. Within
industry, there also appears to have bezn some reduction in male-female
differentials, though this is less ccrtain.7 The narrowing of wage
differentials has resulted partly from conscious govermment policy, and
presumably fiom increases in education, training, and labor mobility as
well,

In general these relative wage trends are consistent with a
program for employment expansion and rapid industrial growth. However,
there are two principal aspects of current wage patterns which do not
encourage sufficient job creation: rapid recent increases in aggregate

TSP RN

6. The basis for these estimates is the central focus of Chapter
LT and Appendix A,

7. Recent evidence concerning wage differentials ts presented in
Chapter [T1. Women's relative wage rates were significantly higher in

1976 than in 1966, but preliminary data for 1977 suggest that the rise in
the previous year may have been only temporary.



wage and benefit levels in the economy as a whole; and the relatively
narrow wage structure in the public sector compared with private sector

rates,

l. Rapid increases in aggregate wages and benefits. Because the

tightness of the labor market is likely to be a relatively short-run
phenomenon, soon to be replaced by a renewed need for the Egyptian
government actively to develop productive job opportunities, it is
reasonable to assume that actual real wage rates at present are above
their long-run equilibrium levels even in highly competitive parts of the
labor market.R Therefore, private investment decisions being made on

the basis of current wage rates favor less labor-intensive technologies
than are appropriate in the long=-run. 1lnvestments tend to be more
capital-intensive, and overall investment rates are reduced somewhat,
because actual labor costs in the market exceed the long-run social costs
of labor. Recent government policies which have increased minimum wage
rates, bonuses, pensions and other labor benefits further deter
labor—intensive investments.9 These policies do have clear short~run
distributional advantages, and are perhaps viewed as necessary to match

P S S Y S SNy

B. In technical terms, the aggregate '"shadow wage rate" is below
the market rate. This does not mean that real wages cannot rise in the
future, through active efforts to increase productivity and employment.
Rather, it means that labor supply will outstrip increases in demand,
putting downward pressures on wages, unless these efforts are undertaken
on a sufficient scale.

9. In June 1981 the Deputy Prime Minister for Economic and
Financial Affairs, Dr. Abdul Razzak Abdul Meguid announced a large
increase in the budgeted total compensation for workers in fiscal year

19R1/8B2, to 2103.2 million Pounds, up 38% from the preceding year. This
sharp rise is more than double the anticipated inflation rate of 15-16%.
(Middle East News Economic Weekly, Vol. 20 No. 23, June 5, 1981, p. 23.)




the rapid increases in many non-wage sources of income in Egypt.
However, they fuel inflation by raising labor costs well ahead of gains
in productivity, and thus are ultimately sel F-defeating.

Rapid wage inflation discourages job creation and helps to
undermine one of Kgypt's strongest advantages in international trade —-
comparatively low current wage costs for well educated and experienced
labor. The long-run hazards of inflation and the erosion of Egypt's
current competitive strength in international trade should be weighed
carefully against current policies which attempt to achieve lmmediate and
expedient distributional objectives without sufficient attention to

productivity .

2. The dual wage system: imbalances between public and private

rates. The existence of a dual wage system, with fundamental differences
in the relative wage and salary structures in the public and private
sectors, is among the wosl important causes of labor misallocation.
Because such a large portion of lormal sector employees are covered by
the civil service compensation system, inconsistencies’with the private
sector structure have a major impact on labor allocation in both

sectors. Public eunterprise wage and salary ranges arce considerably
narrower than in the private scctor. Wage rates for entry-level
positions in public firms are substantially above market-c learing levels,
while average compersalion rates for highly-skilled and technical
personnel arce well below rates in comparable private sector jobs. Real

salaries in some white collar job categories have actually declined in



the past decade.lo

The inability of managers to pay their best employees salaries
which are competitive with private sector alternatives, has encouraged
turnover of the most productive employees, while the past requirement to
hire large numbers of university graduates regardless of their academic
performance and learned skills has simultaneously increased labor
reduncancies in many of the same job categories. Public enterprise
managers complain, for instance, both that they h e too many engineers
on their payroll, and that they are unable to retain their best
engineers, who leav: for private position firms paying three to five
times more than the public sactor.

Although inefficiencies among public sector firms are often
exaggerated, prcductivity in many of these firms is reduced by the
combined impact of a relatively narrow salary structure, large remaining
labor redundancies, and relatively lax work standards.11 These
legacies of past policies cause waste and inefficiency in much of the

D SENNEOY

10. Inflationary pressures have reportedly made second,
supplemental jobs in the private sector necessary for many civil
servants. Because second jobs are not legal, no systematic information
on the extent or importance of "moonlighting" by civil servants could be
collected for this report. However, this phenomenon was mentioned
frequently in informal discussions, and appears to be an issue which
should be addressed more directly by the government.

Ll. For a discussion of strengths and mprovments in public
firms, sce Heba Handoussa, "The Public sector in Egyptian Industry,
1952-1977" (Paper presented to the Annual Conference of Egyptian
Economists, Cairo, March 1978). For a discussion of current productivity
and efficiency assessments, see .. Jones, "Improving the Operational
Ef ficiency of Public Industrial Enterprises in Egypt" (paper submitted as
part of this project).



government and public eanterprise sector.

Public enterprise managecs lack the authority to change or correct
these policies., Unless measures are taken to chbange the wage structure,
and to grant managers discretionary wage-setting authority to reduce job
turnover and promote higher productivity, public firms will continue to
lose many of thei: best employees, and are likely to experience a steady
erosion of productivity and (socital) profitability.

The detrimental effects of public sector wage and employment
policies also ¢pill over into the private formal sector labor markets, by
placing some upward pressure on entry-level wage rates, benefits and job
security. Thus, the inconsistencies between publicly administered and
private sector wage and employment systems, |ike increases in the
agpregate wage level, discourage labor-intensive investments and reduce
the ability of the economy to gencrate enough new employment.

To successfully achieve both continued rapid economic growth and a
more equitable distribution of income, the emphasis of economic policies
must be on creating the greatest possible number of productive income-
earning opportunitics, where productivity implies that each sewly created
job contributes more to the nation's welfare than the job costs society
to create and maintain (in terms of capital investment, entrepreneurial
and managerral doputs, and all compensation directly and indirecrly
agsociated with the job). In the long run, policies which focus on
building the productive base of the ceconomy , assuring international
competitiveaess and self-sufficiency, and doing so in a manner which

creates the widest possible array of new employment opportunities in good
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productive jobs, are the only means to achieve greater equity. Measures
to moderate ovarall wage growth and to free public enterprise wages to
respond more flexibly to market conditions, are essential for the

achievement of these objectives.

Mismatches Between the Education-Training System and the Tabor Market

A number of changes and extensions of education and training
programs are also necded to encourage job creation through
Tabor-intensive industrial growth. The paramount 1ole of the ~ducation
and training system in this process is to fill the rapidly evolving,
specialized labor requirements of new economic activities efficiently, by
anticipating skill needs effectively and avoiding major shortages. In
addition, continuing efforts to extend basic education and literacy to
all workers are important. ‘These more general, basic programs can
increase the productive potential and trainability of the work force as a
whole, and thus incrcase the profitability and broad applicability of
labor~intensive technologies. beyond these growth and efficiency
objectives, education and training programs are a key in the long run to
distributing the benefits of growth as widely as possible. For these
distributional reasons, basic education should be provided to as many
Egyptians as possible, to enhance employability and income~earning
capacities in an egnitable manner. Thus, it is useful to assess the
effectiveness of existing education and training programs in fullfilling

these roles, and to identifv areas where public policies and programs
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could be improved.

I. Skill shortages in industry. Employer interviews, wage

trends, and evidence from recruitment studies, all indicate that there
are significant shortages of intermediate technicians, of skilled labor
in numerous craft and other categories, and of well-trained engineers and
higher-level managers. Despite large increases during the 1970's,
lacluding a major recent expansion, enrollments in vocational education
and training remain well below the levels required to meet employer

. . 12 . .
demands 10 many skill areas. While secondary technical schools
account for more than half of total enrollments in secondary schools,

only about 12% of secondary students were in industrial arts programs in

1978/79. 13

Formal school-based vocational education is supplemented by a
large number of public and private non-formal vocational training
programs. large training programs are operated by the Ministries of
Industry and Mineral Resources, Housing and Reconstruction, and Social

Affairs. A number of other ministries conduct job training on a smaller

12.  Shortages in most construction crafts, metal, metallurgical,
electrical, automotive, fine-equipment repair, refrigeration, air
conditioning and glass trades were initially identified in an examination
of 1976/77 data compiled under the direction of the Higher Committee of
the National Council for Education, Scientific Research, and Technology.
Spot checks with employers in 1981 suggest Lhat shortages still exist in
most of these catepories.  Recently funded projects are attempting to

expand trainiog to meet these needs.,

3. Ministry of Kducation preliminary enrol lment estimales,
reported in Central Agency for Public Mobilisation and Statistics

(CAPMAS), Statistical Yearbook (Caira, 1980),
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scale as wull.la Al though these training programs increased
significantly during the late 1970's, particularly in the construction
trades, their scale remains small in comparison with both actual and
potontinl employmant growth,

In the private sector, emplovers must provide a great deal of
training on their own. This is apparent from interviews conducted among
private employers, although no systematic data on amounts of private

training are available. When these training programs teach skills which

are transferable to other jobs, employers have to pay wage premoums (in

addition to training costs) to protect their training investments and
avoid problems of high turnover.

Experience in the United States has shown that on-the-job training
programs cost substantially less than school-based vocational programs on
average, and often are the most cost-c ffective method of preparing
workers for productive work. This is partly because training tends to be
more narrowly focused on competencies which are directly applicable to
trairces' jobs. Very little training effort is wasted on teaching skills
which are not utilized, and there is no problem of matching workers with

jobs after training. However, the narrow focus of training also limits

————————.

4. The 47 vocational skills centers operated by the Department
of Productivity and Vocational iraining (DPVT) ~- a division of the
Ministry of [ndustry and Mineral Resources (MOTVR) -- had about 16,000
trainees in their programs during that year. Trairing for construction
trades, administered principally by the Ministry of Housing and
Reconstruction, enrolled about 10,000 individuals, and another 7,900
workers were in Ministry of Social Affairs training programs. Data are
from The World Banl, "Staff Appraisal Report: Third Education Project,
Arab Republic of Egypt" (1980),
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workers' ability to adapt to technical change, or to remain mobile and
responsive to better opportunities as they emerge. Thus, there are
tradeoffs between the efficiencies of focused training and building
longer range flexibility in the work force, but on~the-job training by
employers often is appropriate.

Because the skill centers of the Ministry of Industry and Mineral
Resources are located within the public enterprises, the apprenticeship
and other training programs by these centers can benefit from a close
relationship between training and work. Approximately three-~fourths of
the apprenticeship program is devoted to "practical training.'" This
model should be strengthened and applied much moire widely within public
firms, and subsidies for comparable private sector programs should be
considered as well. Subsidies to private firms would be justified for
on-the-job training which 1s less expensive than school-based programs,

and when net social bencfits exceed private benefits. The most frequent

At e & bt s e e oty

15. Data for FY 1967 in the United States indicated that
vocational education and Manpower Development and Training Administration
funded by the U.S. Department of Labor programs cost more than six times
as much as on-the-job training programs on average. Unfortunately, no
detail is provided concerning the scope of training or the impact on
earnings. R. E. Wenig and W, Wolansky, Review and Synthesis of
Iiterature on Job Training in Industry {(Columbus, Ohio: ERIC
Clearinghouse an Yocational and Technical FEducation, Ohio State
University, 1972), p. 32. For a more recent review of rate-of-return
measurements for training, sece Patricia Pannell, "Occupational Education
and Training Performance: Goals and Performance,”" in Peter Doeringer and
RBruce Vermeulea, Jobs and Training in the 1980s: Vocational Policy and
the Labor Market (Boston: Martious Nijhoff Publishing, 1981). For a
general discussion of the pros and cons of school-based vs. workplace
programs, see Bruce Vermceulen, "Accelerating the Transition from Schools
to Careers," also in Doeringer and Vermeulen, Jobs and Training.
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case would be where turnover may limit employers' ability to recoup

training costs,

2. Productivity K upgrading, and retraining needs in public sector

firms. TLabor redundancies have already been significantly reduced in
L Y VN
recent vears, according to Handoussa, and for the most part the public
enterprises have remained remarkably vital considering the various

. . 17 o
constraints 1mposed on themn. However, substantial labor surpluses
remain in wmany firms, and there is a well recognized need to increase

- 18 ) .

labor productivity. As these firms grow, new labor requirements can
be met to an important extent by retraining current employees and
assigning them to new, more productive tasks. To support job
reassignments and retraining, achievement training should be provided

At ol g Dt .

6. For a discussion of employer staffing strategies and training
investments, see Bruce Vermeulen and Susan Hudson-Wilson, "The Tmpact of
Workplace Practices on Kducation and Training Policy," in Doeringer and
Vermeulen, Jobs and Training.

17.  Heba Handoussa, op. cit., p. 20.

18.  See Chapter IV for additional discussion of shortages,
surpluses, and possibilities for retraining and upgrading.

19. Studies in numerous cultures indicate that attitutdes,
motivation, and other ascriptive qualities are as important as skills in
determining productivity. A variety of "motivation," "efficacy,"
"achievement," and related training programs have proven highly
cost-effective in many environments. See D. McClelland, The Achieving
Society, 2nd edition (New York: Irvington Publishing, 1976); Frederick

Herzberg, "One More Time: How Do You Motivate Employees?" in Gene W.
Palton and Paul K. lLawrence, eds., Motivation and Control in
Organizatiouns /Homewood, Illinois: Richard D. Irwin, 1971); and David C.
McClelland, Power: The Inner Experience (New York: Irvington

Publishing, 1975), pp. 252-271.
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as well as skill-specific training, since fundamental changes in work

tasks and standards will require major personal and attitudinal

ad justments as well as new task-oriented competencies.

3. Tlliteracy and low ecducational attainment of the labor force,

While immediate skill requirements should be given top priority in short
range cducation and training programs, a longer run strategy for
continuing employment growth will require a steady increase in the number
of workers having mastered basic educational skills. A central objective
of long-range educational policy should be to provide universal primary
and preparatory education, both for youths and for adults already in the
labor force.

NDespite major advances at most educational levels during the
1970"'s, primary enrollments rose only marginally as a percentage of
primary-age children (ages 6 through 11) == from 71% in 1970/71 to 73% in

0 . . . 9
1978/79. During the same period, adult literacy rose from 40% to
o 21 . . . .
QA% The most pressing need for broadening the educational base is
distributional; job opportunities arc poor and incomes are low among
11literate and marginally literate workers, particularly among

29
women. Over time, however, a wide base of educational achtevement

20. World Bank, op. cit., Annex 1, Table 1.1.

210 Ibid., p. 4.

22, Literacy rates are much lover for women, and employment rates
among illiterate and marginally literate women are much lower than flor
mon.  For a discussion of this dual diserimination against women in
education and in the labor market, sce H. Papanck and B. Tbrahim, op. cit.
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will raise the overall productive capabiliries of the work force,
reducing labor costs and increasing the profitability of labor-intensive
investments. Thus, continuing to expand access to elementary education
will ultimately help to create more high-productivity, high-wage
employment. %here poverty restricts the ability of children to remain in
school, subsidies to their families should be considered. Changes to
make the curriculum more practical, particularly for rural children, can
also be expected to have a positive impact on enrollments.

Adult literacy programs pose a special problem, since they
generally must reach individuals who are working full time. At present
classes are held in primary school facilities -~ presumably a major
reason why as many as 60 percent of these facilities run multiple
sessions. However, velatively few adults now take advantage of these
programs. For young male adults, the military provides a single entry
port through which nearly all must pass, and is a station at which a
great deal of remedial literacy and basic educational work can be done.
Unfortunately, no comparable institution exists for women. If the
government wishes to counteract the serious educational deficit of adult
women as compared with men, one way to do so would be to artificially
create an institution comparable to the military through which all women
would pass. This could range from something as simple as a mandatory
literacy test at age 21 with follow-up literacy programs, to actual
conscription of women into non-military public service on a basis
parallel to that of men. The latter is probably inappropriate in Egypt

at present, but a concerted attempt is needed to counter illiteracy
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through some screening and remedial procedure.

For all older adults, more effective basic education programs are
needed to assure that these workers are not left out of the mainstream of
the modern labor force in the future. Current program enrollments are
quite low, suggesting that existing incentives are insufficient, and that

renewed efforts are needed to reach these groups.

4. The general secondary curriculum and job skills. Over 80% of

students who pass their preparatory examinations continue in secondary
school programs. Nearly half of these students enroll in general
(academic) programs, and about three-fourths of students who successfully
complete these programs go on to the university level. In 1978/79,
higher education enrollments constituted about 15% of Egyptians between
the ages of I8 and 22 years of agc.z4 These rates are very high in
comparison with other countries with comparable income per capita, and
are due in large part to a combination of tuition-free admissions and job
guaruitees for graduates.

One shortcoming of the secondary curriculum, in terms of meeting
the nation's skilled labor needs, is its nearly total focus on preparing
students for university programs. Many students drop out before
obtaining a secondary certificate. At present the academic secondary

program offers these students few marketable job skills, although

23. Ministry of Kducation preliminary enrollment figures.

24. World Bank, "Staff Appraisal Report'" (1980), p. 5.
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students with this amount of education could help fill crucial skill gaps
now and in the future if the curriculum included wmore applied course
material. It would be both possible and useful to provide greater
overlap between the technical and general curricula, so students could

revise their educational plans and transfer between programs more aasily,

>. Skill ativition through emigration. The emigration of large

numbers of Egypt's skilled workers and professionals also poses special
problems for the educational planning and management of human resources.
Remittances from foreign earnings, and reduced pressures for domestic job
creation, are attractive benefits of emigration for the country.
However, the emigration also causes a serious depletion of the gkilled
work force in many key categories.26 This in turn stifles domestic
econom.: growth, and limits the ability of the economy to create comple-
mentary lesser-skilled jobs. The net consequences for the economy of
these benefits and costs of emigration should be estimated carefully, as
a basis for informed and consistent policy decisions. [If there is a
concensus that emigration should be encouraged, then the education and

training system must plan to promote and provide sufficient programs to

et bttt sl )

25. According to National Bank of Egypt estimates, remittances in
1979 were approximately U.S.$ 2 billion.

26.  In "External Migration of Egyptian Labour" (Cairo University,
1980), A, Mohie-Eldin discusses the admittedly sparse evidence concerning
temporary and permanent emigration, which suggests that the depletion of
university-educated and other skilled personnel, as well as of teachers
at all levels, represents a major cost to the economy.


http:country.25

-10-

meet both domestic and international skill needs; otherwise, additional
incentives should be provided to keep individuals with these skills in
Egvpt. Without an explicit policy toward emigration, it is impossible
for human resource planners to allocate public resources in a manner
which will effectively match education and training with the skill

requirements of an ambitious industrial development program.

6. Inadequate budgets for meeting basic skill and educational

neceds., Rapid increases in university enrollments have caused
overcrowding and have reduced quality in many programs. Budgetary
commitments to these programs have also soared. In 1978, 477 of the
. . . . 27

total annual capital budget for education went to higher education.
In the 1980 budget, more than L.E. 55 million was allocated to the
universities, compared with about L.E. 6.5 million for primary schools
(which have enrollments approximately ten times larger than the

. oo 28 . . . L
universities). While at least some university programs are providing
surpluses of greduates, sufficient funding is not being provided to
support basic education and vocational skill programs on the scale neaded
to promote rapid employment growth and industrial expansion. To correct
this imbalance, it may be necessary to shift a large portion of total

27. 1bid., p. 5.

28. Definitions were not provided in the budget translastion, and
these figures may not represent total capital outlays in these
categories. Thev suggest, however, that there exists an even stronger
emphasis of public support at the university level than in previous

years. In view of the rapid increases in enrollments, and per-student
costs of university education, these figures are not surprising.
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educaﬁionnl funding away from the universities and into these urgently
needed alternative programs. Employment guarantees also need to be
revised accordingly.

While the nced to reallocate educatinnal resources scems apparent,
it is much less clear how to move forward from previous budgetary
patterns in an acceptahble way, to free public resources for meeting more
basic current educational needs. Clearly the best alternative would be
for students to enter the labor market sooner, finding equally attractive
alternatives without having to forego several additional years of income
while in school. 1In the absence «f such attractive opportunities in the
labor market, the government could raise admission standards by changing
entrance examinations, or make employment guarantees much more selective.

If the secondary curriculum is modified to equip students with
more marketable job skills, these additional measures at the university
level could result in reduced university enrollments without a great deal
of discontent. Because existing higher-education subsidies represent a
large benefit for the relatively small elite of university students,
there will undoubtedly be some resistance to change. However, if these
educational resources are reallocated in a manner which increases
educational opportunities for the vast majority of Egyptians, and if new
programs prepare preparatory and secondary students wore effectively to
enter the Tabor market, these changes are likely to be quite popular as a

"package."
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B. Policies for Labor-Intensive Industrial Growth

A labor force strategy for rapid industrial growth must be
consistent with broader economic development objectives. If we judge
development progress in terms of increasing the modal standard of living,
then distributional and growth objectives are equally important. Since
employment is the only source of income for most Fgyptians, outcomes in
the 'abor market are a crucial gauge of successful economic development.

From this perspective, the most pressing requirements of economic
development policy within the labor market are: (1) to create 300,000 to
500,000 new productive jobs annually during the current decade; and (2)
to distribute employment, productivity and income-earning opportunities
as widely as possible. The recommendations which follow are intended
both to assure that the labor requirements of rapid industrial growth are
met efficiently, and that an industrial growth program has the greatest

possible impact on employment opportunities and living standards of all

Egyptians.

Fncouraging Labor-Intensive Industrial Growth

Kxport industries offer the best long-run combination of direct
and indirect cmployment creacion, aggregate income growth, and foreign

exchange carniags. In addition to the recommendations of the other
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reports of this project concerning exchange and trade regulations,
financial arrangements, managerial incentives in the public sector, and
other policies, the following measures are needed to encourage the
adoption of labor-intensive techrnologies to take advantage of Kgyptian

factor advantages in production.

L. Provide international marketing support for labor-intensive

Egvptian exports. The emphasis on exports will require major efforts to

penetrate international markets. Because there are large fixed costs in
developing market relationships, it is appropriate for the government to
assume a central role in providing needed information and contacts. The
United Nations has considerable experience in assisting small as well as
large exporters to identify potential markets, and has found this to be a

highly cost-effective service.

2. Create a technolo clearing~house for information concernin
gy 12

labor-intensive technology. Because capital-intensive technologies are

often most visible and available, particularly through partnership and
royalty agreements with multinational firms, alternative labor-intensive
technologies which are more consistent with local resource endowments and
employment objectives are too often overlooked. There 1s a rapidly
growing network of information concerning the successful use of
alternative labor-intensive technologies. One of the least expensive and
highest-return investments the government can make to encourage the
adoption of these alternative production methods is to disseminate

information to prospective investors about technological options in



industries where Kgypt has (or is likely to have) a comparative advantage

internationally.

3. Limit lepgis.ated and administered real wage increases to the

rate of productivity growth. To bring the relative costs of labor and

capital in line with local factor scarcities, increases in the minimuw
wage and required insurance, pensions and other benefits, should be
limited to average productivity growth plus an ex post inflation
adjustment. The index of productivity growth should be in real terms,
adjusted carefully for nominal changes in administered prices of public
enterprise inputs and outputs, and based on industrial output, excluding

oil,

4 Subsidize skill training by both public and private

employers. In addition to providing vocational education and skill
training programs in publicly funded, school-based programs, at least
some of the costs of skill training by employers should be covered
through public subsidies. Public and private firms should receive
comparable financial and technical support for skill training. Decision
criteria concerning levels and types of support should be made on the
same basis for public and private firms, as should decisions about the
appropriate location and rature of training.2 In each case the

proportion of training costs which firms pay for should be accounted in

29. Using uniform criteria, for example, 1n-plant training may be
appropriate more often in public enterprises because of their size, while
the choice between classroom and on-the-job training depends more on
skill content and the objectives of training.
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the firm's profit and loss statement; the remainder should be in the
government budget.30 Managers should take the initiative in defining
training objectives and needs, and government training consultants should
provide ample advisory support to design and deliver training.

Training subsidies are appropriate to balance existing subsidies
for capital. In principle, employers should pay for non-transferable
training (i.e. skills only useful within the firm), and workers or the
goverament should incur the costs of developing more widely useful
skills. Programs inside the firm whick teach transferable skills should
be subsidized or directiy provided by government.

To some extent, workers can and do pay for this training through
reduced wages during training. Once they are trained, however, ewmployers
have to pay wage premiums to discourage turnover. Turnover is
particularly costly to employers who make major investments in training,
and may represent a serious hidden deterrent to employment-generating
investments. However, the economy as a whole benefits from private
training regardless of turnover, in two ways: (a) it ‘ncreases trained
personnel in the work force, and (b) it often leads to the creation of
complementary jobs both inside and outside the firm. However, employers
base hiring and training decisions on the firm's profits alone.

Therefore, subsidies are needed to maximize economy~wide benefits.

30.  The distinction between external subsidics provided to the
public enterprises by government, and training costs accounted within the
firm, has an important bearing on incentives and performance. See the
discussion of needed changes in incentives and accounting procedures

below, and in Jones, op. cit..
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5. Provide training and consultation in personnel supervision.

One of the greatest deterrents to choosing labor-intensive growth
strategies is the additional cost of supervision which these technologies
require. Entreprencurs, many of whom are engineers in Egypt, rarely have
formal training in personnel management. Managerial talent is often
scarce, and highly mechanized production processes are a practical way to
conserve supervisory resources. Therefore, a lack of expertise in
personnel supervision may be a serious obstacle to labor-intensive
growth. However, these managerial needs are similar in most firms, and
Fhere is a wealth of successful training experience in other countries to
. 31 . .
draw on to solve this problem. Free training in personnel
administration should be a high priority in government-sponsored training
programs, and should be made available to both public and private sector
managers.  In addition to training, there should be an accessible, well

publicized consultation service for managers and workers to assist in

evaluating and overcoming problems.

6. Provide administrative and achievement training for public and

private managers on an equal basis. In addition to personnel-management

training, managers in the private and public sectors should have on-going
accoss to a variety of short-term, focused seminars designed to develop

other key achievement and modern management skills. Measured rates of

31, For an overview of current approaches to teaching personnel
administration, sce Herbert Heneman, Donald Schwab, John Fossum and Lee
Dyer, Managing Personnel and Human Resources:  Strategies and Yrograms

1

(Nowewond, T11inois: Dow Jones-Irwin, 1981). See also ¥ayne F.o Cascio
and Ylias M. Awad, Huaman Resources Management: An Information Systems

Approach (Reston, Virginia: Reston Publishing Co., 1981).



investment return on such courses are generally quite high. Basic
managerial skills are frequently the binding constraints faced by
industrial development programs. In public administration and in the
public enterprises, efforts to raise productivity would benefit greatly
from the goal-setting, problem-solving, and achievement-sceking methods
taught in conjunction modern management programs. Seminars should be
intensive, short-term, highly focused courses which do not require long

absences from job responsibilities.

7. Build the educational base of the work force. Finally, in the

long run, labor-intensive industrial growth can be encouraged by
increasing broad-based educational attainments in the labor force. A
well-educated labor force can be trained and supervised more readily and
less expensively. Thus, focusing greater education and training

resources at this level is an important means for encouraging long-range

employment growth.

Increasing Productivity in Public Enterprises

The policies proposed above will affect public and private firms
equally. Additional policy changes are needed to reduce labor
redundancies and raise productivity in public sector firms. These
measures consist of (a) changing incentives to reward productivity
increases more effectively, and (b) providing additional training and

consultative support required to reallocate labor within the firm.
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1. Grant managers increased autonomy and reward profitability.

The single most important set of changes to encourage productivity growth
in the public enterprise system is to increase managerial autonomy and
revise managerial incentives. Proposals for such changes, which are
based on rewarding profits as measured through social adjustment

. . . . . 32
accounting, are included elsewhere in the reports for this project.

2 Include the value of job creation in profit accounting. The

social value of job creation should be added into the account of
enterprise profits, and should be considered in determining managerial
rewards, in two ways. First, productivity and profit measures should not
be achieved by reducing the work force through layoffs. } Such plans
would be contrary to the proposed employment objectives, and would
undoubted!y cause workers to resist change. Secondly, the accounting
adjustments should be designed to encourage managers to adopt
labor-intensive technologies where practical. If the other proposed
subsidies for labor utilization are adopted, no additional accounting
considerations would be required. However, accounting incentives may be
uscful in the immediate future until training and other support is
developed.

3 See L. Jones, "Improving the Operational Efficiency of Public

e

Industrial Enterprises in kgypt,' and G. Papanek, "Industrial Development
in Kgvpt: An Overview' (reports submitted as part of this project.)

33, Some reductions through attrition of individuals who switch
to private sector jobs may be appropriate, but in general the social
costs of layoffs should be deducted in the profit calculation.
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3. Reward all employee contributions to productivity growth,

Granting managers authority to determine the incentive and reward
structure within individual public firms amounts to detaching

public enterprises from the civil service system. This is a major
departure from past practice, and presumably would be resoundingly
rejected by organized labor unless replaced by an equally attractive
alternative. For an alternative compensation system to be accepted, it
must assure that almost no employees' incomes are reduced initially, and
that realistic

opportunities for wage increases are available ftor everyone. Therefore,
plece-rate or productivity-based wage and salary components must be based
on output standards which are realistic, and must be coupled with labor
reallocations, retraiaing, and other measures which assure that all
workers are 1n positions to meet and surpass baseline performance
standards. To effectively encourage individual effort, productivity
standards should be clearly defined, well publicized, and based on the
performance of either individuals or small groups of workers.34 Work
teams and supervisors should also be rewarded for identifying and
implementing ideas which raise productivity and profitability more
generally within the firm. For example, work teams could be paid 0% of
any incremental first-year profits resulting from innovative, cost-saving

s et e ettt .

34. For a discussion how to structure incentives to maximize the
impact of production incentives on productivity, see see Kdward E. Lawler
III, Motivation in Work Organizations (Monterey, California: Brooks/Cole
Publishing, 1973). Also sce Mark R. lepper and David Greecne, eds., The
Hidden Costs of Reward: New Perspectives on the Psychology of Motivation

(N2w York: John Wiley & Sons, 1978.); and F. R. Bentley, People,
Productivity, and Progress (New York: Business Books, l964).




suggestions. Such reward programs have proven extremely successful

recently in other countries, both in increasing effort and in

. . 15
strengthening cooperation among workers.

Compensation practices will differ both within and across firms,
depending on differences in production processes and the nature of jobs.
For example, production jobs and non-production tasks such as accounting,

marketing, and clerical Ffunctions, all may require separate evaluation

16
and reward systems.,

Basing managerial rewards primarily on increases in enterprise
profits should be sufficient to assure that firm wage bills do not grow
too rapidly. MHowever, it mav be uscful initially to set some limit or
guideline for overall growth of the wage bill in public enterprisecs, For
example, the total wage bill (including bonuses) could be ltimited to its
current real ltevel, with subsequent increases in each firm's aggregate
payroll being a fixed preportion of real productivity growth (e.g. 75%).
Some such rule will probably be required for a number of firms prior tc
the completion of managerial training and to the resiructucing of

incentives. However, in the longer run every effort should be made to

35.  Numerous experiments with group rewards for productivity
growth have been conducted over the past three decades. Early evaluation
of the Scanlon plan, for cxzample, reports larpe productivity gains 1o a
wide variety of firms. See George Schultz, "Worker Participation on
Production Problems,"” nd Elbridge Puckett, "Productivity Achievements:

A Measure of Success,"” in Frederick Tesieur, ed., The Scanlon Plan: A
Frontier in Labor-Management Cooperation (Cambridpe, Massachusetts:  The
MIT Press, 1958),

Y6, For a discussion of methads of job cvaluation, scc T.
Husb ind, Work Analvsis and Pav Structure (london: McGraw Hill, 1976),
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turn over all such decisions to managers who demonstrate their capability

37

of using increased autonomy effectively.

4. Provide industrial relations support for redesigning

compensation rules and job assignments. Workers may be resistant as

firms attempt to revise incentives unless these changes are viewed as

emerging in the mutual interests of labor, management, and the country as

a whole. The government can provide vital support for these changes by

guaranteeing that labor interests as well as managerial concerns will be
g8 . . :

protected. In 1ts dual role as a (thlrd-party) protector of the

public interest, and as owner of the enterprise, the government has great

advantages in attempting to assure harmonious labor-management

. 3
relations.

37. The relationshiy between performance and increased autonomy
is discussed by Leroy Jones, op. cit..

18. For discussions of problems which arise when transforming pay
structures, see Robert McKersie and L. C. liunter, Pay, Productivity and
Collective Bargaining (London: St. Martin's Press, 1973); and D. T. B.
North and G. L. Buckingham, Productivity Agreements and dage Sys’ ms
(London:  Gower Press, 1969), For a discussion of some problems faced by
government in overseeing productivity bargaining, see J. F. B. Goodman,
"Government Agencies and ?reoductivity Bargaining," in B. Towers, T. G.
dhittingham and A. W, Gottschalk, Bargaining for Change (London: George
Allen & Unwin, 1972), pp. 238-256.

39. In India, for example, public sector strike rates during the
past two decades have been less than 20% as high as private rates per
tho'.sand employee-hours on average, and have often been far less. This
is partly due to differences between public and private scetor industrial
relations practices. See B. Vermeulen, "Labor-Management Conflict
Resolution in State-Owned Enterprises: A Comparison of Public- and
Private~Sector Practices in India," in L. Jones, Public Enterprises in
Less=Developed Countries (New York: Cambridge University Press, 1982)
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Managers and employees need to know about available alternatives,
and will probably need third-party (government) support to negotiate
satisfactory compromises among their various competing interests. It
will be important for goverument counselors to function as mediators
rather than arbitrators —- helping the parties to reach solutions rather
than making decisions for them -~ so newly increased managerial autonomy
is left intact while labor and management gain practical experience in

independent, firm—specific labor-management negotiations.

5. Reassign and retrain workers to increasc productivity.

Because there are skill shortages in some job categories, and surpluses
of workers in others, training is necessary to facilitate labor
reallocations within the firm. Sceveral issues are important in
considering such shifts, First, incentives for job changes need to be
sufficient to make trunsfers voluntary. One-time bonuses for transfering
may be appropriate for horizontal transfers to jobs involving comparable
skill and compensation levels. Training and the promise of wage
increases are sufficient incentives where transfers involve increased
skills and wages. Secondly, job redesign rather than simple transfers
may be required to utilize the firm's labor capacities more effectively.
Such efforts must be done in cooperation with labor union

. . . . e 40
representatives, line supervisors, and individual workers. The

40.  See Thomas K. Gonnellan, How to Improve Human Performance:
Behaviorism in Business and Industry (New York: Harper & Row, 1978), pp.
157-160.
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technical decisions about appropriate job design may be the simplest part
of these changes. However, if individuals and groups of workers are
rewarded as proposed for suggesting methods to raise productivity, many
sound recommendations for job redesign may be forthcoming on a voluntary
basis, Similarly, strong managerial incentives for increased
productivity and profitability should be sufficient to encourage managers

in obtaining and implementing proposals for job reassignments.

A. Administer achievement training to lower~ and middle-level

supervisors and production foremen. The importance of involving line

Foremen and lower levels of management in redesigning jobs, defining new
performance criteria, and establishing revised pay structures has already
been indicated. To maximize the impact of these changes on productivity,
lower-level supervisory personnel may need a variety of supports,
including additional training. The techniques which are incorporated
into achievement training (i.e. goal setting, identifying problems, and
developing strategies for achieving objectives) will be particularly

valuable in the process of implementing change.

Fxpanding Basic FKducation and Vocational Training Programs

Education and training priorities, other than those specified for
managerial, achievement, and specific skill training within firms, emerge
directly from the problems discussed above. To sumnarize, the following
education and training objectives are essential for successful attainment

of short-term and longer-range employment goals:



1. Enrollments need to be expanded in primary, preparatory,
(secondary) industrial, and adult literacy and basic education programs.
Young adults should be screened and provided with remedial literacy and
For young men, the military is an obvious institutional

basic education.

check-point; for women, an equivalent screening institution is nceded.

~

2 Budgetary support needs to be greater by a facicr of three or

four if these programs are to achieve existing government objectives.
This will probably require a reduction in the level or growth of
university enrollments, which could be achieved by any or all of the
following measures: (a) raising entrance examination standards; (b)
continuing to provide tuition-free university education only in fields
where there are current or anticipated scarcities; {(c) guaranteeing
public sector jobs only to graduates in certain fields; (d) requiring
applicants for government johs to achieve a given minimun grade level in
courses or a minimum score on civil service examinations; (e¢) requiring a
period of compulsory public service for all university graundates who are
granted tuition-free education, working at relatively low salaries in

. . . 41 .
outlviang regions where skills are scarce  ; (F) requiring doctors,
teachers, other professionals and skill technicians who receive fraoe
universityv education either to remain in Egypt for a specified period

(e.g. 3=5 years Tollowing graduation) or to repay some percentage of

41, The decision to restrict initial public sector assignments to
rural areas has already been made.  This announcement, made by President
Sadat in June 1681, will undoubtedly slow the growth of government
employment somewhat, but may not reduce untiversity enrolIments.
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their university costs and (g) improving work preparation at lower

educational levels.

3. Curricula need to incorporate more practical and
pre-vocational material beginning in primary grades. For example, the
curricula in rural areas, where eurollment rates have been particularly
low, should include an agricultural component. This change would serve
as incentive to remain in school, and would enhance learning by linking
educational content to applications which are more closely related to

their rural experiences.

4. Evaluation and certification at all educational levels need to

be more competency-oriented and less focused on rote memorization of
theoretical material. Testing of basic educational competencies as well
as vocational skills should be open to everyone, regardless of their
formal education and training. This is particularly important among
adults for certification of literacy and other basic educational
attainments, and of vocational abilities. Current vocational
certification procedures exclude many able workers, and in some instances
certify traineces who may not be as capable. Because certification is
very impcrtant currently in determining employment opportunities,

procedures and test instruments need major revisions.

5. Training teachers. Major shortages of primary teachers are

reportedly a scrious constraint to expanding primary school enrollments.
Because many youny teachers emigrate temporarily to neighboring

countries, it has been difficult for the teaching colleges to meet
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growing domestic nceds. Additional incentives for teachers, or expanded
teacher training programs, are needed to assure that the achievement of

basic education targets is not undermined by a lack of teachers.

h. Teaching techniques need to be updated. Many fundamental

improvements ave available which could greatly accelerate learning in the
Egyptian education and training programs. In addition to updating the
curriculum in teacher training colleges to include some of the latest
teaching methodology, seminars should be offered to introduce these

me thods to the large existing corps of experienced teachers. Within the
framework of the large investments in education and training which are
now being made or planned, efforts to strengthen teaching methods and

bring the curriculum more in line with labor market needs would be both

feasible and highly cost—effective.

[mproving Data for Human Resource Planning

One of the most serious limitations faced by human resource
planners in Egypt currently remains a lack of current, complete, clearly
defined and consistent data. While a great deal of data are available
after a time lag of three to five years, these data would be much more
useful for planners if they were compiled and distributed more rapidly.
Existing data would also be more useful for planners if they were
accompanied by clear indications of definitions and sampling

me thodologies.
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To successfully implement a program for rapid industrial expansion
and employment growth, including many of the above recommendations,
better information about labor market conditions and about the education
and training programs will be essential!. In addition to compiling and
disseminating current information, a series of standard projections and
analyses should be performed to monitor employment and training progress,
and to identify shortages and training needs in key skills as they

2
emerge,

Because public policies and programs conceruing education and
training are intended to meet needs which are not met sufficiently in the
private market, it is important to monitor private as well as public
sector skill needs and training commitments even if government subsidies
are nct provided for these programs. To anticipate additional policy and
program requirements, planners neced reliable predictions concerning
occupation- or skill-specific labor supply, new employment opportunities,
the full array of private and public education and training outputs, and
data concerning key distortions and policy targets. Because the economy

is changing rapidly, it is especially imnortant to keep these data as

current as possible.

42. Detailed recomnendations concerning appropriate indicators
are contained in a 1978 report prepared for the Advisory Council on
Technical Fducation and Manpower Development and che National Committee
on Manpower and Training with U.S.A.I.D. support by D. Evans: "The
Development of a Human Resource I[nformation Planning and Policy System
For Kpypt; A Feasibility Study." Pending additional analysis, these
recommendations are a sufficient basis for beginning to develop such a
system,
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Even with current data, labor wmarket projections neced to be used
with caution. labor market forecasts depend on national-level
assumptions about aggregate trends in employment and output. As
forecasters attempt to predict employment with increasing occupational
and peographic specificity, the predictions are subject to
proportionately larger errors. In addition, labor market projections
concern employment rather than new job openings. FEducation and training
plans must identify jobs which are accessible to new entrants and
trainees, rather than being filled in the "internal labor markets'" which
exisl within many Firms. '

At preseat, emplovment data, are coilected by CAPMAS, and are
available only after a considerable lag. Data on shortages and surpluses
of graduates are collected only occassionally, through the Ministry of
Manpower. Because educalion and vocational training programs are
administered by numerous ministries as well as by private sector
lostitutions, there is no single source of regularly collected data
concerning these programs. The National Council for Kducation,
Scientific Rescarch and Technology, established in 1974 primarily to
address problems of coordination, information needs, and planning,
initiated an inventory of all publicly funded programs 1n 1976, This
baseline information is valuable, and should be updated annually. 1In
addition, it is essential to have at least good sample information

——————— ettt et

43 For a discussion of problems and pitfalls in forecasting, see
Appeadix 4. Also, sce §. Hudson-Wilson, '"Labor Market Projections for
Education and Training," in P. Doeringer and B. Vermeulen, Jobs and

Training, op. cil..

i)
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concerning private training if subsidies or other public policy measures

are ilmplemented to encourage these programs.

Among ayjencies now utilizing such data, the Tnstitute of National
Planning is particularly professional in its analytical work. Planning
specialists in the INP should certainly be included in the planning
stages of a data management effort, as they are likely to be among the
principal users for long range labor market and educational forecasts.
Because the compilation and analysis of employment and training data now
occurs in CAPMAS, the Ministry of Economy, the Ministry of [ndustry and
Mineral Resources, and the Ministry of Manpower, the Ministry of
Planning, the Ministry of Education, and a number of other ministries
which are engaged in training, an employment and training information
system should probably be coordinated by a cabinet-level council or
committee which has membership from all concerned ministries, but which
also has a permanent staff of professionals, primarily seconded from the
data gathering, compilation and analysis sections of the pertinent
ministries.

Once the appropriate coordinating agency (or agencies) [or such
information gathering and analysis is determined by the Egyptian
government, this is an area in which U.S.A.I.D. might provide
particularly effective support. 1Tn addition to supporting the
development of adequate computer facilities, training in data processing,
modern data management, and some areas of labor market analysis and
planning would be useful.  These measures coald provide the leverage

needed to update the human resource information system.
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Strengthening Institutional Capabilities

To implement the proposed changes of incentives in the public
enterprises, expand education and training programs in cost-effective
ways, and provide essential support in personnel management and labor
relations, several types of existing institutional capacities need to be
strengthened. The most urgent of these are to: 1improve data management;
modernize vocational education and training curricula, equipment and
methods of instruction; enhance managerial training and consultative
capabilities; and strengthen government advisory resources for developing

more flexible labor-management relations in both public and private firms.

[nvestment Costs of A Job Creation Program

In a recent analysis, Bruton estimated that during 1975~1979 an average
of I..LE. 9,200 was invested for each new jJob created in industry. 1In companies

A

created under law 43, investments per job were about L.E. 15,000,

Ministry of Planning estimates of the incremental capital-labor ratio for
these years are even higher for industry as a whole, averaging I.E.

/,
11,300.45 Assuming that inflation has totalled approximately 50% since

44. Henry Bruton, "A Review of 1979," mimeo (Cairo: Economic
Intelligence Unit, Ministry of Economy, December, 1980), p. 19. Averages are
appropriate because of large year-to-year variation.

45, Ministry of Planning, unpublished worksheets.
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1979, the two industry-wide estimates would be L.E. 13,800 and L.E. 16,950

. . hh
respectively at 1982 prices.

Investments per job in Law 43 firms at 1982
prices would be L.E. 22,500,

Using the sector averages for industry in 1982 prices, rather than the

estimate for more capital-intensive Law 43 firms, the magnitude of investments

required to create 250,000 to 300,000 jobs in industry aunually range from
between L.E. 3.4 billion and 5.3 L.E. billion per year.

For the economy as a whole, investiments per job are not significantly

lower, though levels vary widely across sectors. Bruton estimates that the

aconomy-wide average was about L.E., 6,000 between 1975 and 1979, and Ministry

of Planning data (which are essentially the same for the period as a whole)

show the level rising to nearly L.E. 7,500 in 1979, Again converting these

rates to 1982 prices as before, these translate to investments of L.kK. 9,000
and 11,250 per job.

Even at these lower economy-wide rates, and even if the conversions to
1982 values have overestimated inflation, investments of the magnitude
required to generate between 300,000 and 500,000 jobs annually in the economy
at the current investment-ro-employment ratios are simply not feasible.
fnstead, alternatives must be found for expanding the economy through more

employment-intensive growth. A great deal of latitude exists for increasing

46, CAPHMAS cstimated that 1979 and 1980 cost-of-living incrcases were
10.,9% in each year. A Ministry of Planning forecast of inflation in 1981~1982
at 15-16%. Assuming these rates, the cost-of-living index (1978=100) used
here is:
Year 1979 1980 1981 1982
Index 110.9 123.0 141.45 162.7
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labor-capital ratios in industries such as spinning and weaving. Bruton's
data show that trade and finance had the lowest incremental capital-labor
ratio, at about L.E. 400 per new worker. This suggests the impori-nce of
encouraging "cottage" industries as well as actively searching for more
labor-intensive technologies and investment opportunities in large-scale
industry. Because this project is concerned with a strategy for larger-scale
industrial growth, the recommendations included here are concerned with this

latter objective. However, development efforts at all levels should focus on

encouraging labor~intensive growth.

Key Roles for International Aid

The large size of the U.S.A.I.D. program in Egypt creates a unique

opportunity to assist Kgypt in achieving self-sustaining growth. By focusing

on job creation this assistance can make a decisive difference. In the
industrial development program, a paramount criterion for selecting projects
to assist should be the long-run contributions these projects can make to
employment growth.

Roth in public and private Firms, labor-intensive investment choices
need to be actively supported. Information about labor-intensive technologies
needs to be made available to prosective investors. Subsidies are needed for
managerial development, personnel relations, and vocational skill training.

In addition, major investments in curriculum redesign and teacher retraining

are needed to strengthen basic educational and technical school programs. In

public enterprises, additional emphasis is needed on raising productivity.
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This will require new managerial and worker incentives which reward improved

productivity and increased profits, and will require a considerable amount of

training at all levels of these firms. It will also require the development

of new industrial relations practices which regularize performance
evaluations, job redesign, and the rvetraining and reassignment of workers.

Tf the Egyptian government agrees that creating productive jobs is a
central concern of public policy, every proposed project which is considered
for financial and technical assistance by U.S.A.1.D. should include an
Employment Tmpact Report, approximating the probable indirect as well as
direct effects on job creation.

In addition to providing funds for employment-generating investments,
U.S.A.T.D. programs could have a powerful leverage effect on job creation by
providing technical support and consultation in the following critical areas:

* identifying successful labor-intensive production technologies
which are appropriate, given Egypt's resource base and
comparative advantage;

* building an offective, computerized, rapidly accessible human
resource data base, and expanding personnel capabilities for
effective data management, analysis, and human resource
planning;

* strengthening managerial training, for line supervisors and

middle-level as well as top managers, including components for

personnel management and industrial relations, achievement
motivation, and (for the relevant decision-makers),
identification of e¢fficient Tabor-intensive investment

alternatives;

* introducing medern teaching methods and technology into both
basic education and technical vocational/skill programs; and

* developirg new curricula to increase the job-relatednegs of
lower=level education programs.



II. EMPLOYMENT: A CRUCIAL PROBLEM FOR THE 1980s

Gustav. F. Papanek

Egypt may well face a time bomb in the prospect of rapidly rising

uncemployment and underemployment. One of the major achievements of the

new policies introduced since 1974 has been increasing income for
workers, as a result of rising wages and increasing participation in the
fabor force. Both are threatened by likely future developments.

Yet rising labor incomes are crucial if the poorer 60% of the
population is to benefit from economic development. This group obtains
nearly all of its income from performing relatively unskilled work.
Since 1974 the real income of the great majority of the population has
increased with rising real wages.

This has been a major achievement. Serious problems can be
anticipated, however, because the number of workers looking for jobs in
Egypt will increase, while productive job opportunities are Iikely to
decline. Whether this happeus in the next few years or only in a decade

————— et bttt

1. For additional details concerning the employment problem, see

Appendix A.
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Table I[T.1: REAL WAGES: A SUMMARY
(in Piasters, 1978 prices)

Textiles

Year Agriculture Construction Manufacturing Trade Blue Collar
(Per Day) (Per week)

1951 54

1955 20

1960 42 051 765 1522

1964 49 1218 037 1611

1966 60 860 843 1330 781

1968 56 947 843 1296 786

1971 50 844 861 1119 781

1073 50 872 929 1095 888

1875 65 904 873 a83 814

1876 73 9pna 890 1041 851

1977 81 946 976 1280 886

1e78 86

19790 99

1980 100

Source: See Chapter TIT discussion of wages. Agricultural data are for

daily rates; all other wage data are weekly averages.
is impossible to predict with any degree of confidence. But even if
favorable circumstances combine to postpone the time when employment
problems become suerious, Egypt will need to start now on a process of
massive industrial development. There is a lag of several years between

the time when policies are changed and when their effect is felt.

The Likelihood of Surplus Labor

There are several reasons for concern that employment will again
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become a serious issue.

a) The labor force increased by an estimated 380,000 in 1979, but
as a result of a rising population and a greater number of women entering
the labor force, the number seeking employment in the mid-1980s will
increase by some 15% more, to 440,000 a year.

b) In 1979 an estimated 40% of the additional workers migrated
temporarily to other countries. It is quite likely that net migration
will end in this decade. As a result 145,000 more workers would have to
be absorbed in Egypt per year.

c) Over one fifth of the 1979 additions to the labor force were
added to the ranks of the unemployed. It is clearly undesirable, and
politically risky, to increcase unemployment at that rate. Productive
jobs need to be found in the future for most of the workers added to the
openly unemployed in 1979, some 85,000 people.

d) Almost a quarter of the additional workers in 1979 scem to have
entered Government (including the military). Government could absorb
them only because its resources were rising very rapidly as a result of
higher oil incomes and other factors. It is doubtful that revenue will
cortinue to rise at the same rapid rate (see World Bank Report) and it
will therefore be more difficult to absorb such large numbers in
Government. Morecver, it is generally agreed that Goverument is
overstaffed in many categories (although desperately understaffed in most
special skills), It would be desirable in the future to reduce
government employment or at least not to increase 1t.

e) Coustruction absorbed another fifth of the additional workers
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Table 11.2: TLABOR FORCE ESTIMATES --1979 and 1985
(orders of magnitude per year in 000)

Estimated Projected Increase, mid-1980s

Total Increase Inter- Pessi-  Opti-
(1979) 1979% mediate mistic mistic
1)Increase in labor Force
a)Males employed in Egypt (8,930) 110 345 445 210
b) Females employed in
Fgypt (excl. agric.) (540) 40 70 40 90
c)Migrants (net) (1,400) 145 0 -100 150
dVinemployed (460) 85 RE] 15 15
e)Total 11,330 380 430 400 465
2)Additional Employment
Required in Egypt
(Ta + 1b) -— 150 415 485 300
})Source of Additional
Employment in Egypt
a)Agriculture*#¥ (4,000) -80 ~-60 0 -80
bYConstruction (450) 79 35 25 60
c¢)Tourism (70) 15 10 5 20
d)Goverument (2,500) 90 0 50 0
e)Trade, service, etc. (1,000) =20 _60 L] 40
8,020 75 45 135 0
f)Required Employment
in Manufacturing
(and mining) (1,555) 70 370 350 260
4)Investment Required in
Manufacturing--per job
(1K rhousands) (15.5) (8) (15.5) (8)
Total (LF milliong)x¥* (1,100) (3,000) (5,400) (2,000)

Sources and assumptions: see Appendix 1.
*Rased on trends for 1975-79.
**In 1979 prices.
***Males only~-~see Appendix 1.
Note: totals may not add because of rounding.
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in 1979, but cannot continue to expand at that rate.

In 1979 an estimated 150,000 jobs were created in Egypt. By the
mi d-1980s between 300,000 and 500,000 such jobs may have to be created,

i f unemployment is not to increase more rapidly than the labor force.
There is such a wide range, largely because it is difficult to predict
whether migration will continue at the high rate of the later 1970s, will
decline or will even be reversed.

Most of these jobs would have to be in industry, because several
other sectors already have many workers in low-productivity, low-income
work: lottery ticket sellers, shoe shiners, sidewalk peddlers and
repairers, excess people in ,overnment and in stores. Even in industry
thofc are excess workers., Surely as the cconomy expands more workers
will be nceded in banks, on the docks, in trucking and in operating
irrigation pumps and so on. Many cf these jobs are directly dependent on
rapid growth in industrial output. To a large extent these additional,
productive, better paying jobs will simply draw on workers moving out of
essentially make-work, or verv low productivity jobs. We have therefore
assumed that employment in many sectors will continue to increase only
slowly. In other sectors, most notably agriculture, employment should
continue to decline, as Fgyptian farming is among the most labor
intensive in the world,

Under the pessimistic assumptions Government would probably have
Lo continue to absorb workers to keep open unemployment from rising, with
all that this implies for the Government deficit and ptoductivity. Few

women will be able to enter the formal labor force. Wages are likely to
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stagnate and income distribution to worsen.

The optimistic and intermediate scenarios call for creating
260,000 to 370,000 new industrial jobs. In 1975-79 it required an
estimated LE 15,500 (in 1979 prices) to create one job in manufacturing,
on the average. Tlaw 43 companies scem to have required the same amount.
[f the high investment rate of recent years is maintained and | ?
investment grows at 8% a year together with the economy, some LE 6,300
million would be available for investment in 1985. In the past, about
one quarter of investment has gone to industry. That suggests that with
present practice 100,000 jobs could be created in industry as compared to
a need for 260,000 to 370,000, In other words, with present practice and
the pessimistic scenario as many as 250,000 people could not find jobs,
although this scenario acsumes that Government has absorbed a substantial

number of, probably unnceded, employees.

Table IT.3: [INCREASE IN OUTPUT AND EMPLOYMENT IN MANUFACTURING
(average annual percent)

1960/ 6-65/6 1966/ 7-70/1 1970/1-76 1976~-79
1) Output 6,17 6.3% 4.7% 8.7%
2)  Employment 6.0 4.8 2.4 4.5

Source: Ministry of Planning, cited in ILO "Fmployment Opportunities and
Poverty in a Changing Kconomy," draft.

Note: Output is Value Added; * = Provisional.

Past investwment simply has been too capital intensive to create

much produciive employment in industry. Another measure of this, in
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addition to investment required per workers, is the increase in

cmployment for each unit of output. Only in the early 1060s, when public

enterprises took on tens of thousands of redundant workers did output and
employment increase together. Tn 1970s output (value added) increased
about twice as fast as cmployment. This despite the fact that public
enterprise continued to absorb some unneeded workers, at least until the
late 1970s.

Of course, all these estimates are designed only to give orders of
magnitude and certainly have a large margin of error. But no error is
likely to change the basic conclusion, it would only postpone the period
when problems are likely to arise.

This leads to the conclusion that unless the pace of industrial
development is substantially stepped up and shifted to a far more
labor-intensive pattern than at present there is a considerble risk that
in the foresceable future: (i) there will be massive unemployment and
underemployment and (ii)  the income of workers will stagnate and

possibly decline, not only in industry but also throughout the Egyptian

cconomy.  The result would obviously be serious social and political

tensions.,

An Faplovment Oricented Strategy

An alternative strategy would emphasize labor-intensive industry.
Such industries as garments, textiles, plastics and clectronics can

effectively employ two to four times as many workers for each thousand
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Pounds of investment as industries such as chemicals, petroleum refining.

steel production or aluminum. Moreover the workers required by this

group of labour intensive industries can be drawn almost wholly from the

poor, that is the unskilled and semi-skilled. However, given the size of

the Egvptian market and present industry, the rapid development of labor

intensive industries would require that a substantial proportion of

output be exported. How to make such exports attractive and how to
obtain access to foreign markets is discussed elsewhere.
So 1s an analysis of the industries in which Egypt shows

comparative advantage at present, that is, those that Egypt can

efficiently develop. Tn general Egypt's relative efficiency Ls greatest

in labor-intensive industries. There are several other factors which

suggest that Egypt could effectively compete in the world and domestic

marker for some labor-intensive products, if appropriate policies are

adopte.

a) Wages in Egypt remain relatively low by world standards, a

strong asset for industries where labor is a major factor in cost. 1In

1077 wages for unskilled workers in Hong Kong, a major exporter of
labor=intensive goods, were approximately U.S. $4 a day, although it is a
low wage area, 1o Egvpt industrial wages in that year weré about U.S. $2
for workers of varying skills, including technicians. For unskilled
workers in labor-intensive industrices and particularly for female
workers, the wage was closer to $1 a day and it was even lower in the
informal sector. It ts sometimes argued that labor productivity is lower

in Egvpt and that as a result labor costs per unit of output are not
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low. But a study of the textile industry in 1976 found that labor costs
per unit of output in Egypt were still only one half to one seventh of
those in the U.S. and Europe. (Unfortunately no comparison was made with
East Asia). Moreover, labor productivity surely is not fixed, especially
i1f substantial overstaffing exists. 1f the incentives discussed in
another report are provided to management and workers, experience in
other countries has shown that productivity can increase quite rapidly.
Finally, if manufactured exports were valued at the "own exchange' rate,
as also discussed in another report, the effective cost of labor would be
reduced by another 20-30%, for export industries.

Lower labor costs therefore are already a substantial asset to
labor-intensive industries in Egypt and are potentially an even greater
asset. However if real labor costs are allowed to rise more rapidly than
productivity, Egypt's ability to compete in the world market could
quickly disappear.

b) Egypt's proximity to the European market is another major
asset for exporters of goods for which market conditions change rapidly.
A producer in East Asia exporting to Europe either has to ship by air at
greater cost, or has to guess at the trend of fashion and changes in
demand 2 month earlier than one in Egypt. A month can provide a
significant advantage in such fields as garments, toys and some textiles.

¢) Egvpt can greatly increase the number of women in the
industrial labor force, with benefits in terms of efficiency and equity,
In Hong Kong female participation rates in the organized scector range

from 407 at ages 35 to 54, to 73% at ages 20 to 24. in Egypt
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participation is a fraction of that proportion. Countries that already
have high participation rates need to spend substantial sums to provide
housing, transportation and other facilities to workers drawn from the
rural areas to the cities. In addition, many of these workers will
require literacy training. Fgypt has another potential advantage in the
thousands of women who are already in the urban arcas, are already
supplied with housing and other infrastructure, who are already literate,
but who are not in the formal labor force.

d) Fgypt also has a higher general rate of literacy and secondary
education than many other countries with low wages; a long industrial
tradition; much less of a foreign exchange problem, which keeps other
countries from buving machines and other imports; and a larger group of
pecopla at home in foreign languages and countries than other potential
competitors.

As wages have risen rapidly in Korea, Taiwan, long Kong,
Singapore, Mexico and Brazil, another group of countries can follow the
pattern pioncered by Japan and then followed by these countries: the
production of labor-intensive manufactured goods for the world market.
But there are many countries that could fill the partial vacuum that has
been created by higher wages in East Asia and South America. Some of
these countries have lower wages than Kgypt (e.g., Pakistan, India,
Rangladesh, Indonesia and China), some also have a potential female labor
force that is underutilized (c.g. Pakistan, Bangladesh), some are located
close Lo a large market for labor-intensive goods (e.p. the Caribbean

countries, Turkey). Whila Egypl is quite well-positioned in terms of
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potential assets, the crucial question is not who has the greatest
potential advantage, but which countries will act most quickly to turn
the potential to actual advantage. If Egypt is one of the countries that
acts quickly to fill the vacuum which is developing in labor-intensive
goods, it can pre-umpt a part of the market for the next decade or two.
The policies needed are described in other papers. If they are adopted,
Fgypt could be part of the next group of countries that follows the
Japanese pattern of development. T it delays, others are likely to fill
the vacuum,

In short, kgypt will find it difficult, if not impossible, to
employ productively its rapidly growing labor force without developing an
industrial sector that is expanding at a higher rate, and on a far more
labor-intensive pattern than ia the past. That will require a change in
policies, especially to increase the attractiveness of labor-intensive

industrivs.



[1I. WAGES AND LABOR ALLOCATION:
PROBLEMS OF THE DUAL TNCENTIVE SYSTEM

Bruce Vermculen

As Egvpt shifts toward greater market dotermination of prices,
adjustments in the wage system will be particularly crucial for stable
and equitable economic growth. Wages are the only direct source of
income for most Egvptians, so wage policies have profound implications
for income distribution as well as for the allocation of factor inputs in
the economy.

At present, the labor market remains divided and governed by a
dual svstem, comprised of (a) the public sector civil service system, and
(b) wage determination through competition in the private market.

Because fundamental shifts have occurred in economic policy and the
balance between publicly administered and private market pricing of labor
is changing, distortions are inevitable. The purpose of this chapter is
to review the wage structure and public wage policies, and to identify
the most serious sources of allocative distortions.

Recent wage trends are summarized in Part A, Narrowing wage
differentials among sectors, between white-collar and blue-collar

workers, and between public- and private-sector ecuployees, and to

~5%~
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some extent between men and women, are described along with recent
evidence concerning relative wage shifts among occupational groups.

Then, problems in the public sector which result from a relatively narrow
wage distribution and widespread labor redundancies are discussed in

section B, together with ways to increasc productivity.

A. Wage Trends and Di fferentials

Prior to 1973, aggregate real wages in the economy (and
particularly for agriculture) fluctuated for several decades around an

essentially constant trend. In the economy as a whole, average wages

rose 121% between 1960 and I976.] During the same period, however,

I. For all scctors, cxcept agriculture, data for average weekly
wage rates are obtained from annual CAPMAS volumes of Survey of
Employment , Earnings and Hours of Work, Tables 1 and 2. ‘These data are
for firms with ten or more employees. Dr. Mohamed Mongi, Institute of
National Planning, Cairo, made available summary compilations of these
data which he prepared for years prior to 196A. For years 1966/67 to
1972/73 data had to ve converted to calendar years, using simple averages
of consccutive fiscal years (beginning in July) as a basis for estimates
in the overlap calendar year (e.g. Wiga7 = [Wi966/67 *+
Wi9r7/681/2. Wage data from Table 1 provide breakdowns by sectors
(public vs. private), skill categories (blue collar vs. white collar),
Table 2 disagpregates juvenile and adult blue collar workers by
Wage data for the economy as a whole, for
individual industries, are taken from Table 1.

and sex.
industry but not by sex.
individual sectors, and tor
Real wages for all sectors except agriculture are calculated using
an urban cost of -living index based on International Tabour Organization,
Yearhook of Labor Statistics (1973 For 1960-1967, adjusted to 1978 =
I00.  For subsequent years, 1967-1980, data are from CAPMAS, Statistical
Yearbook, converted to calendar years where necessary accordi;é to the

——

method indicated above, and adjusted based on overlap years (1967) to be

consistent with 11O series.
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the cost of living rose 118 percent. Thus, despite some fluctuations in
real wages during the period, real wages in 1976 were barely above their
1960 lavel. An economy-wide real wage index is shown

in Table [IT-1. [Increases of 16% and 8%, in 1963 and 1964 respectively,
raised real wages in 1964 to a peal for the entire period, only to have
them eroded by two subsequent vears of inflation in 1965 and 1966,

During the early 1970s the cycle was repeated: real wages rose somewhat

between 1971 and 1974, but by 1976 fell back to their 107] luvel.2

Table TTI-1

INDEX OF REAL AVERAGE WEEKLY VAGES FOR ALL SECTORS

(1076=100)
Year Real Wage Tndex Year Real Wage Index
1960 aa 1aha 104
1961 a6 1970 102
1642 ay 1971 100
1963 111 1072 103
1964 114 1973 104
1965 107 1974 104
1066 100 1075 ---
1867 aa 1976 100
1068 aa 16077 (109)

Source: Calculated from Table 2, CAPMAS Survev of Employment
Earnings and Hours of Work by Dr. Mohamed A.F. Mongi,
Institute of National Planning. Estimate for 1977 ig
based on preliminary wagoe data.

7. For a discassion of recarrent cyeles of rising and falling
real wages, see Hansen and Samir Radwan, et al., Enplovment Opportunities

and Poverty in a Changing Economv; Egvpt in the 1080s: A Labour Market
Approach, first draft (Geneva: International Labour Office, 1980),
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While data for 1977 are outy preliminary, and for subsequent years

dare very incomplete, the ageregzate real wage level appears to have
) ‘ 3 el D

. . 3 . . . .
climbed steadily through 1979, The evidence for 1980 is still quite

incomplete and unclear, Depending on the price index usced, some
ostimates find that real wages increased somewhat, while others show

declines. Almost certainly, however, the dispersion of real wages has

/
. . . . . <b . .
tncreasced dramatically as a result of the rapid inflation. With rapid

change in the structure of demand, and rapid inflation, some groups are

more able than others to obtain wage gains which match or cxceed
iacreases in the cost of living.

The widening dispersion of incomes is a by-produci of both rapid
cconomlc growth and inflation, and may result in scerious inequities.
Increasing wage differentials generally accompany rapid growth, and

provide the signals and incentives needed to induce training and to

transfer labor fnto expanding and newly cmerging 2conomic activities.

Wheo growth is combined with rapid inflation, income inequality tends Lo

———— s o A

3. With the exception of agricultural wages, data for 1977 which
are included here and in Appendix B must be inlterpreted with caution
because they are provisional. These data indicate that aggregate money
wages rose in 1977 by 217, and by 9% in real terms. Available
agricultural data, nearly all small data samples, and interview cvidence
concur in essence with these estimates.,

reviewed for this report

. The wapge share in gross domestic product fell steadily and

dramatically throughout the 1970's, from approximately 50%Z at the
beginning of the decade to 30,3 in 1979, (Ministry of Planning,
unpublichedd data)  This reduction ia the wage share of product occurred
in nearly cvery sector, despite increases in real wages at the end of the

decade.  See "Recent Developments in the Egyptian Feconomy " mimeo
(Caivo:  FHeonomic Studies Unit, Ministry of Economy, January 1981) ) pp.

1005,
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increase. Wage and price changes are not unttorm, and some groups are
more able than others to benefit From structural and pricing iwmbalances.
Prices and wages which are set by the government tend to adjust slowly,
creating opportunities in the remainder of the economy to earn profits in
socially wasteful ways.

Policies proposed in this report would help to reduce the
disparities in the distribution of wages and salaries by greatly

expanding and equalizing ewployment and training opportunities.

Trade-0fts Between Rapid Wage Growth and More Jobs

In June 1981 the governunent announced a 34% increase in overal |
. . . 5 .

compensation for workers in the budget for fiscal 1981/82. Pensions
also increased sharply in the preceding months. Because non-wage incomes
have continued rising faster than inflation, these increases may have
been an attempt to restore somewhat the balance of income shares between
wages and other sources . lowever, the rapid escalation of labor costs
without correspondiag gains in productivity creates three potentially
serious deterrents to cmployment growth. First, as total labor costs
increase relative to capical, entrepreneurs are likely to shift toward
more capital-intensive production technologies. Secondly, increases in

payments to labor will reduce the international competitiveness of both

5. Middle Fast News, Economic Weekly, Vol. 20 No. 23, June 5,
1981, p. 21,
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Egvptian export products and of emigrant workers. Finally, such large
increases well above productivity growth, are highly inflationary.
Ultimately, they msy be self-defeating as inflation erodes short-term
gains in living standards. [f povernment fails to contain inflation, and
real wages fall signficantly, the result is likely to be widespread
discontent and lower productivity.

At present, capital imports are heavily subsidized, both through
tariff practices and through favorable treatment in parts of the capital
markat. TLabor costs, in contrast, keep increasing rapidly due to
government minimum wage regulations, wage increases in the public sector,
and requirements concerning health insurance and social security taxes.
Thus, managers often make labor-replacing investments to avoid
imcertainties about future labor costs, as well as to minimize the costs
aud potential problems of supervising a large work force. Modern capital
equipment also has prestige value, and may be chosen for this reason
unless Tabor-inteasive alternatives are clearly more profitable.,

With these strong forces operating as deterrents to
cmpluymunt~intvhsiva ceconomic growth, the pressures for large wage
increases nuca to be balanced carefully against the urgency of expanding

employmenl opportunities through labor-intensive industrial growth.

Sectoral Trends:  kvidence of Tightening Labor Markels

Intersectoral wage differentials fluctuated between 1960 and 1977,

and were pgenerally narrvower at the end of this period. Table [TI-2 shows






Table 111-3

RELATIVE WAGKE IRDINES RAY SECTOR, 19AN-1977
(ALL SECTORS = 100)

ACTIVITY 1960 19A1 1942 1943 1964 1945 1906 1967 ]38  jaRa 1970 1971 1972 1973 1974 1973 1975 1977
Avraicaltare LR} i 3R 15 41 R7 7 7R A L3 57 54 62 5R AS Ty o R2
AN LA
Minins t_‘,unrr';ing_ 170 141 139 123 112 133 15h 18] 150 154 130 14R 144 1316 119 139 153 204
Manufactaring R3 33 ]y 84 R7 R5 9N R9 91 94 94 92 96 Q5 91 R7 G5 93
Consiructiong N3 6 1ns in2 114 105 92 94 102 93 92 91 RS R9 L1 an 97 Q3
rade, Restaurants .

anl Hotre's 165 140 144 159 150 AR2 142 143 140 133 110 120 117 112 116 98 111 93
Transport, Stcrage

and “ommanication [2A 127 134 125 126 114 1R 115 I10R 113 109 107 101 108 93 135 na 1ne
Finance, Insurance,

Real te and

Rusinoss Services 164 150 144 150 an2 -- 119 103
Comunity, Social and

Personal Services 156 35 S9 90 92 90 1n1 93 Y3 94 99 91 92 90 91 R 108 120
All Sectors inn ino 100 100 100 100 100 1nn 100 100 100 100 1nn 100 100 1no 1no 100

Source: Calculated from CAPMASR, Survew of Fmployment, Earuings and Hours of Work, Table 1 {annual volumes). See Table I111-7.

Ratios are for weoklv wone WARe rates.  Bocaunee real wapes In agriculture are based on a separate rural cost—of~living index
wage raties for agriculture are different .

. the real
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bath money and real wage rates. Relative wages, reported in Table T11-3,
. . . 6
differed tess in 1977 than in 1960, Although there were some
8

fluctuations in relative rankings among sectors, these rankings

. . . a 7 . . e
were identical in 1960 and 1976, Mining and quarrying workers earnac
the highest average weekly wages in all years except 1961-1965. Trade,
restaurants and hotels generally ranked second, but exceeded mining and
quarrving in the ecarly 1960s. In most years transport, storage and
comnunications was third, construction fourth, and community, social and
personal services [ifth.,  The two sectors with the lowest relative wages
woere agriculture, which in most years was lowest, and manufacturing,
which generally showed gains during the period. Wage data for an eighth
soctor —- finance, insurance, real vstate and business services -- are
available oniv beginning in 1070, Because earlier data were unavailable,
this sector was not inecluded in the rankings above. Since 1970, however,
it has consistently ranked first or second along with mining and
quarrying. Jobs in this sector are primarily white collar positions,

which presumably accounts for the relatively high rates for all cemployeces.

Agriculture. For decades real daily wage rates in agriculture

have fluctuated widely, but they have tended to fall back toward prior

h. Real wages are calculated using an urban cost-of-living index
from the National Bank of Egypt, adjusted to convert fiscal years to
calendar yvears prior to 1973, Reported wages are for blue collar and
white collar employees combined. Disaggrey - Jd rates are discussed below.

7. Preliminary Tigures for 1977 suggest that this trend bas
continued except in mining and quarrving, which includes high-wage
petroleam cxtraction activities and accounted for onlv about 0.6% of
employment in 1976 according to Ministry of Planning estimates.
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low levels rather than to achiceve sustained i.ncraases.8 A fairly
consistent agricultural wage series, available for the entire thirty-yaar
period 1951-1980, is graphed in Figure TIT-1. Real as well as money
wages are shown, along with the rural cost-of-living index used to

a
caleculate agricultur: !l real wage rates.

These data indicate that after remaining relatively stable (and
even declining temporarily) during the 1950's, money wages rose between
1961 and 1966, then levelled off again cntil 1972, Beginning in 1072,
money wages began to rise once more. Then, in 1975, the pace of wage
increases suddenly quickened == first by a dramatic 417 in 1975, then by
between 7% and 15% in cach subsequent year through 1980.  Although
average wage rates in agriculture have remained below other sectors,
money wage rates in 1980 were 126 piasters per day -- nearly four times
their 1974 level.

As a result of trends in the cost of living, however, real wages

followed a much more uneven cour<e. During 1951-1955, real wage rates

' b
Richard Sabot, "Egypt: Population and Human Resources,” IBRD Report No.
1175-EGT, 1980,

8. Hansen, Radwan et al., op. cit.; also sce Lance Tavlor and
t

o, Average daily wage data for agriculture are the most complete
wage series available. Samir Radwan, in Agrarian Reform and Rural
Yaverty, 1977, p. 31, reports a nearly complete average daily wage series
from 1038-1074. As with other sectors agricultural data from Radwan for
vears 1066/67-1072/7% were coverted from fiscal years (heginning 1n July)
to calendar years. Data for 1075-1079 are taken from Hansen, Radwan, et
alo, p. 89 Unpublished 1980 data are from the Ministry of
Agriculture. Real wages are calculated using a separate rural
cost=-of-1iving index. For 1951-1966, Radwan's index is used directly.
For subsequent years through 1979, an iadex provided in CAPMAS
Statistical Yearbook is adjusted to extend Radwan's series.  The base
year is changed to 1978, Sce Table $-1 in Statistical Supplement.
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fell by nearly 40%, then rose again through 1960. After a decline 1in
1961, real wages again rose to a peak in 1966, only to decline once
more. By 1974, after an almost continuous drop, real wages were nearly
one-fourth lower than in 1966. However, wage gains were sufficient
during the latter half of the 1970's to raise real wages well above prior
levels. Even after accounting for an increase in the cost of living of
approximately 65%, real wages in 1980 were more than twice (239% of)
their 1974 level.

Although no formal data are available after June 1980, money wages
by all reports have risen sharply again. Money wages averaged 126
piasters per day in the first half of 1980, while (according to a variety
of sources) daily rates by August 1981 ranged between 150 and 200
piasters == an increase of between 19% and 54% above 1080 levels. This
probably represented a significant real increase, though this is not
certain because cost-of-living estimates are preliminary and vary
widnly.lo

Regression analysis was performed to estimate the respective
impacts of agricultural output, inflation, and increases in urban
construction wages on agricultural wage rates. These estimates support
the hypothesis that ngricplturnl wage determination changed sharply in
the mid-1970s. Table [T[-4 reports results of several alternative

specifications, with t-statistics in brackets under the coefficient

0. One estimate of the 1980-1981 increase in the cost of living
is 257 (Middle East News, Economic Weekly, Vol, 20 No. 23, June 5,

3w

1981, p. 23.)
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Figure TTI-1. AGRICULTURAL AVERAGE DATLY WAGE RATE
AND RURAL COST OF LIVING, 1651-1080

Rural cost-of-1living
index (1978=100)
Real wage
(1978 Piasters per day)

.
AN

/‘

Moncy wage
—_— (Piasters per day)
19 1955 1960 1965 1970 1975 1900
Year

Source:

See Table §-1, Statistical Supplement.
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values., Estimates are reported for 1960-1977, the period for which wage
data were also available in other sectors.

Prior to 1975, percentage changes in money wages were relatively
small for several years at a time, and did not respond strongly to wage
changes in other sectors, or to changes in competing or complementary
input prices, or even to changes in real per capita agricultural output.
Regressions of changes in average daily wmoney wages on changes in rural

. : , p . 2.
consumer prices and average product for 1954-1974, adjusted R™ is only
0.18. For 1950-1080, these variables explain only 0.35 of money wage
variations. When a dummy variable is introduced beginning in 1975,

. 2. . .
however, adjusted R rises to 0.43 and only the dummy variable is
statistically significant.

These results are not shown fullv because a substantially better
fit ts obtained when changes in agricultural wages are regressed on
changes in average weelly wages in the construction sector. Despite the
noncomparability of these wage series, with the construction data
including white collar workers rather than only day labor, there is a
pood fit between real construction wages with a one-year lag., When
agricultural rates are regressed on both current and lagged construction

. 2 . .
wages, adjusted R™ equals 0.68.  However, introducing a dummy variable
from 1975 increases the explanatory power of the equation to 0.82. As
the first equation in Tahle TIT-4 indicates, the fit is almost as good

. . . . 2 :
without tncluding current construction wages (R7 = 0,78).
Changes in real agricultural wages also seem to follow real

changes in construction wages with a lag, though the relationship is not
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Table [I[-4

AGRTCULTURAL WAGE REGRESSION ESTIMATES, 1960-1977

Form of Rural Real Wage in Per capita Dummy .
Dependent Cost of Construction Agricultural (1975~ Ad justed
Variable Constant Living (t) (e-1) Qutput (t) 1977) R2
money wage -46.42 0.057 20.09 .78
% change) (-3.73) (4.30) (6.09)
real wage ~28.52 0.032 0.78 9.78 .59
¥ change) (-1.61) (1.68) (3.46) (2.22)
real wage ~-63.84 0.026 0.89 8.17 .89
(-4.50) (3.63) (90.79) (-2.86)
money wage -7.64 0.056 0.48 L.74 -0.19 .90
(1og) (-5.01%) (0.51) (3.64) (7.66) (-3.31)

as strong. Simnle regressions of real agricultural rates on average
product (per capita cutput), the rural cost of living index, and lagged
real construction wages, have adjusted R2 values of 0.49, 0.59, and

0.55 respectively. The price coefficient s negative, and merely
reflects the lack of response of money wages to chages in the cost of
living. However, the simple positive correlations of 0.66 and 0.74 with
these other two variables reflect parallel trends in these real economic
relationships. When a dummy variable for the latter years is introduced
to the equation for average product, adjusted R2 rises only slightly,

to 0.56, When the dumny vartable ts included together with hoth lagged

construction wages and current average product, the coefficient of
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determination becomes 0,509,

Regressions were also run for the absolute level of real wages,
and for the log of money wage rates. The best of these results are
reported in Table 1T11-4 as equations 3 and 4. 1In each case, the fit of
lagged construction wages and a dummy for 1975-1977 was better than for
average product with a dummy, although the t-statistics on current
average product are larger ' in both reported cquations.

In short, the regression results show that there is a strong
relationship between construction wage rates and agricultural rates, and
that the economic taleoff in the mid=-1970's altered the pattern of wage
determination significantly. 1In earlier years, aunual average wages in
agriculture responded relatively sluggishly to changes in rural prices
and output. However, as increases in employment opportunities outside of
the rural areas drow workers to ths cities and abroad, wages became
increasingly connected to urban rates. The sharp increases during the
Tate 1070's were fitted only with a dummy variable which embodies both
the pull of urban and international jobs, and underlying changes in the
agricultural sector itself such as increasoed mechanizat {on,

Rapid increases in real wage rates are only one dimension of the
increase in agricultural Tabor costs. Hours of work have reportedly
dropped sharply as well during the past several years. Workers who used
to worl seven- and eight-hour shifts as recently as two or three years

. . 12
ago now worl. shifts of six hours or less. Manv wage laborers

P20 Alan Richards and Philip Martin, "Changes in Rural Wages
Rates: A Review of the Evidence and of Demand-Site Pressures,"” mimeo
(University of Santa Cruz, California: California, March 1981 ), p- 5.



~60~

reportedly work additional hours (often) double shifts, and carn up to
. " N . .
twice the wage "per dav'. Ihe attractions of growing cmployment
opportunities in Cairo, and particularly of the higher-wage construction
jobs, lTed to an absolute as well as relative decline in the agricultural
. p 14
worlk. force during rhe 1970s, Large nuwbers of urban and rural
workers have emigrated temporarily to the Arab Gulf states each year, and
construction contractors had to recruit trom the countryside increasingly
. . [s .
to staff their crows. At the same time, owners of large-scale farms
complain of labor shortages even for unskilled agricultural labor. Due
to this tightening of the rural Tahor market, jobs which in the past were
Filled only with adult males are now being performed increasingly by
vouths and women.  Because of tight labor markets, a 2reat deal of
mechnization has taken place.  This makes it unlikely that the overal |
declines in agricaltural cmployment will be gignificantly reversed even

16
as labor surpluses reappear.

3. Because no empirical evidence of the extent of this
phenomenon was available, agricultural wage data used in tables and in
regression estimates for this report are based on daily rates rather than
an alternative adjusted measure of earnings.

i While estimates from various sources differ, partly due to
what Is a massive ander-reporting of female employment , they generally
show a levelling off after 19711973, and absolute deelines beginning
sometimes between 1975 and 1977, See Appeadix A: also sce Robort Rucker,
"Egvpt: FY 1082 (DSS Emplovment and Labor Force Annex", mimoo, Ja naary
1981, p. 728,

[5. See report of intervicws with construction contractors in

Appendiz B.

Moo See Chapter 11 on employment; and Alan Richards,
"Mechanization in Egypt: Hopes and Fears", International Journal of

Midd]e Eastern Studies, (Octobor 198]).
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Figure ITT.2. AVERAGE WEEKLY REAL WAGE RATES

IN SELECTED SECTORS, 1966-1976
Average Weekly Wage

(1978 Plasters)
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Construction. Construction wages rose dramatically in the

10731974, a year ahead of the take-ofl of wages in agriculture. (See
Figure [11-2 and Table 110-2.) The average money wage rose by 24% (a 13%
real inerease), faster than in any other major sector. In fact, while
wages in construction were beginning to rise rapidly, real wages fell in
agriculture, mining and quarrving, manufacturing, and transport and
communications, and rose only by 4% in the economy as a whole.
In 1675, real construction wages fell in the face of a a’ inflation, but
they rose again in 1976 and 1677, Ministry of Planning estimates for
1073 show an 1% increase in average construction wage rates, just
. . . - . 17

matching the increment in urban cost-of-living index. .

Data were unavailable for 1979 and 1980, but interview results
indicate that real wage growth has again been strong during 108()—1‘?81.18

Construct ion wages are pivotal in the cconomy currentty.  Both
boeause domestic construct ton has been iacreasing steadily, and because
the foreign demand for Egvptian emigrants has remained strong, real

construction wages have been hid steadily vpward throughout the latter

hall of the 1070's,  Eckhaus estimates that by 1079, roughly 400,000

17. Nazli Choucri. Richard Eckhaus and Amr Mohie-Eldin,
"Migration and Emplovment in the Construction Sector: Critical Factors in
Fgvptian Development,” mimeo (Cairo University/Massachuasetss Institute of
Technology Technical Adaptation Program, 1078), p. 48. These Ministry of
Dl anning catimates also show a Jdeeline of average monev wiage rates in
construction between the CAPMAS survey results for 1977, although also
proliminary, are probably move accurdate hecause of their large sample

hbase.

8. See report of interview results below and in Appendix B
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Egyptian construction workers ware working abrond.lQ As a construction
boom also took hold in Egypt, the impact of emigration hit construction
wages first, then spread to other sectors. Emp'oyers sought to replace
workers who emigrated to the Arab Gulf and wages within Egypt began to be
. 20

bid up strongly.”

Regressions of the percentage change in average wcekly money waiages
For construction workers were run for 1960-1977. The results indicate
that besides being strongly correlated with current urban cost of living
increases, construction wages respond most strongly to a combination of
prior period price increrases and changes in prior period average product
in agriculture:

4 = 5.34 + 0.99 Pr + 0.413 APt + 13.63 Dum. (R2=0.56)

t -1

(2.86) (2.87) (2.80) (3.56)

The strong association hetween farm and construction work helps to
explain the close lag of agricultural wages behind those in
construction. Interviews with construction workers in the casual iabor

market | and with workers at several construction sites, indicate that

19, Richard $. Eckhaus, "The Effects of Construction Labor
Migration on the Egyptian Economy," mimeo (Cairo: Cairo University and
Massachusetts Institute of Technology Project on Methods of Macroeconomic
and sectoral Planning, 1980), p. 4. He reporte that estimates range from
703,000 to 434,000, and asserts that the higher figure is more likely.

0. According to a sample of prospective immigrants intervicwed
outside the Saudi Embassy, construction wage rates on the Arab Gulf are
reportedly as much as nine to eleven times higher, despite recent
increases within Egvpt.
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most are relatively recent arrivals from agricultural communities. A
majority of workers at construction sites where interviews were conducted
had been recruited directly in their rural communities. Some had been in
Caivo for two years and more, but most were lured to the city initially
for construction jobs. Almost without exception, workers who were
interviewed indicated that they would return to their agricultural
communities if wages in their construction jobs fell close to what they
could earn back home.

Another measare of the close ties between agricultural and urban
construction labor markets is the extent of seasonality in construction
wages. Labor brokers in the casual labor markets indicated that average
wage rates vary considerably during the year, depending on the competing
demands for laborers in agriculture. %While reported variations of up to
60% scem inconsistent with other wage information derived from
interviewing workers, it is clear that both workers and cmployers
cevaluate urban construction wages in relation to the rates being paid in
agriculturce. Thus, wages in these two markets are interdependent. The
ability »f urban construction contractors to draw labor out of
agriculture has been crucial. Clearly, urban wages in general, and
particuiarly ~onttruction wages, would have increased even more
dramatically without the missive migration of workers from rural Egypt to

2
the urban labor force.

The growth demand for construction workers abroad is expected

. 21, In "'The Effects of Construction Labor Migration..." (pp.
38-30Q) | Fekhaus estimates that migration from agriculture has been a key

Factor despite "frictions, adjustment costs and long training times for
svilled construction labor."



by most analysts to taper of{ gradually in the currc t decade. At

shortages of skilled construction workers continue,

present, howoever,

This helps to keep real wages high, and has inhibited to some extent the

9
growth of sectoral output.,”™ ™

Manufacturing. During much of the period between 1960 and (977,

average wages in the manufacturing sector were among the lowesi of any
sector other than agriculture. Although manufacturing wages have risen
slipghtly in relative terms, they remain near the bottom of the
distribution (see Table 111-2),

Within the manufacturing sector, wage trends were examined for ten

industries, using the wage .series from the Survey of Employment, Earnings

and Hours of Work (CAPMAS) lor 1066~1076, Money wage rates are reported

in Table [I1-5; relative wages are shown in Table [IT-5. For this group
of tndustries, overall relative wage differences diminished somewhat
during the decade. iowever, there were some major shifts in the relative
rankings of individual industries. The dispersion of industry average
wage rates was highest in 1971 (a ratio of 1.8 between the highest and
Fowest), and diminished significantly by 1976 (to less than 1.5). Food
processing, and spinning and weaving, were at the bottom of the
distribution for essentially the entire period. Publishing and printing,
with a high praportion of white collar and skilled craft employees,
remained at the top of the distribation in all vears but 1976, 0 all
the industries considered, metal products was the wost volatile. This

22, World Bank, "Arab Repuablic of Egypt: Domestic Resource

Mobilization and Growth Prospects for the 1980's," December 1980,
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Table TIII-5

AVERAGE WEEKLY WAGE FOR ALL EMPLOYEES 1IN
SELECTED TNDUSTRIES,

Food Production
Spinning and Weaving

Publishing, Printing and
Re lated Products

Industrial Chemicals

Other Chemicals

Non-Metallic Mining (except
petroteun and coal)

Metal Products (except
machines and equipment)

[ron and Steel
Non-clectrical! Machines
Trangport Equipment

Total Manufacturing

Source:

1960-1477 (CURRENT PRICES)

1966 1068 1971 1972 1973 1974 1975 1976 1977%
118 -~- 408 460 482 535 561 637 731
367 385 422 500 515 551 570 689 797
513 609 734 681 721 701 857 818 1031
-~— 451 534 553 443 643 601 717 974
-—= === 512 555 554 693 612 735 830
306 4ni3 471 560 533 558 645 717 932
302 401 642 580 469 580 707 795 791
--= 467 639 636 716 767 768 932 1020
498 4134 601 576 679 765 708 825 843
483 525 602 595 600 665 727 762 837
196 413 465 518 531 501 611 729 852

(annual volumes as indicated).
white collar employees combined.

( ’!‘.)

Data for 1977 are preliminary.

Data arc

CAPMAS, Survey of Employment, Earnings and Hours of Work, Table 1
for blue collar and
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Table [[T-6

AVERAGE WEEKLY WAL:. AS A PERCENTAGE
OF TOTAL MANUFACTURING: 1960G-1977, SELECTED INDUSTRTES

1966 1968 1971 1972 1973 1974 1975 1976 1977%

Food Production 80 --- 88 89 9] 9] 92 87 85
Spinning and Weaving 93 a3 9] 97 ay 93 93 95 94
Publishing, Printing and

Re lated Products 130 148 158 132 136 134 140 112 121
Industrial Chemicals --- 109 115 107 83 109 98 101 114
Dther Chemicals - - 110 107 104 117 110 101 97

Non-Metallic Mining
(e¢xcept Petroleum and Coal) 100 a8 101 109 100 a4 106 a8 109
Metal Products (except

Machines and Equipment) 76 ag 138 112 88 100 116 109 93
Tron and Steel -—- 113 137 123 135 130 126 128 120
Non-Electrial Machines 126 105 129 111 128 130 116 113 99
Transport Machines 112 127 130 115 113 113 119 105 68
Total Manufacturing 100 100 100 100 100 100 100 100 100

Source: Calculated from Table III-5.
(*) Data for 1977 are preliminary.
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wias due to the large changes in total employment, and to the diversity
within the industry during a period of dynamic employment growth. Wages
in the metal products industry rose fastest among the entire group

between 12873 and 1976.

Other sectors. Among other sectors, wage trends in trade,

restaurants and hotels fluctuated the most in both absolute and relative
terms during 1960-1977. Between 1962 and 1965, average wages exceeded
rates in all other sectors, at levels more than 50% above the
economy-wide average throughout these years. After 1965, however, wages
fall behind mintng and guarrying, and ranked ahead of transport, storage
and communications for the remainder of the period.zz

Al though average wages remain relatively high in comparison with
most other sectors, they declined steadily and significantly in real
terms from 1965 through 1970, After a brief reprieve from 1971 to 1974,
during which real wage rates recovered somewhat, they dropped sharply
again in the following vear to a low for the period. TIn 1975, money
wiages were just 4% higher than in 1963, and inflation had eroded the real
wiage to 40% below the 1963 level. Then in 1276 and 1977, when the labor
market had already tightened considerably and wages in other sectors had
begun to accelerate, real wages jumped by 6% and 23% respectively.

Workers in trade, restaurants and hotels were not the only ones in

the economv to experience a4 decline in average real wages tn 1975, This

23.  As noted above, data for financtal and other business
services are available only for 1970-1977, During these years, wages in

trade, restaurants and hotels, as in other sectors, were substantially
lower than in financial and businees services.
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was also a relatively low year in construction and in social, community
and personal services. What is significant about wages in this sector,
however, is their sustained real decline over time. (Sce Figure TTI-2.)
This substantial real decline in reported wages is of interest because it
may reflect a much more serious drop of real incomes among workers in
. . 24
smaller, informal sector establishments. Trade, restaurants and
hotels accounted for about one-sixth of all non-agricultural employment
enumerated in the 1976 census, much of it not included in the annual
b 25 )

CAPMAS surveys. Self-emploved workers and employees in swaller
informal sector establishments tend to earn less than workers in larger
establishments. Their earnings also are more vulnerable to downward

o . 26 . .
competitive and cyclical pressures. Thus, the decline of wages in

larger trading firms may signal a much deeper erosion of real incomes

among the sel f-employed and unenumerated wage workers tn smaller firms

24, The decline in average real wages may reflect reductions in
earnings of individual workers, or it may be due to changes in the
sectoral composition of employment. Tt could also be a statistical
artifact, resulting from steadily increasing the coverage of
smalter-scale lower-wage firms. Without more intrasectoral detail,
impossible to be certain. Tn the absence of evidence to the contrary,
however, it seems likely that individual worker incomes have fallen in

it is

real terms.

25.  The census data show total nonagricultural c¢mployment in
specified activities during 1976 as 5,149,650, with 16.5% (850,291) in
the trade, restaurants and hotels sector. (1976 Census, Table 16, p.
1605 see Statistical Supplement, Table $-30) ‘The CAPMAS wage survey for
1977 covers only 1,116,553 workers, with sectoral employment equal to
1155107, or about 10%,  Thus, the 1977 data ¢ r only about 14% as many

workers as were reported in the sector a ver v ler in the census.
26, The correlation hetween firm sig. average wages is

perviasive across most economies. While data by firms size were not
available for, this is very likely to be true in Egypt as well.
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within the sector which are not included in the data.

While these data do not provide a sufficient basis for drawing a
definitive conclusion, they raise the strong possibility that inflation
eroded real incomes in the informal sector during 1960-1975. Presumably,
improvements in recorded wages during 1976 and 1977 would imply broader
improvements in the informal sector as well. Unfortunately, a lack of
more complete or more recent data prevents a better understanding of

these trends. For purposes of human resource planning better information

about employment and earnings in the informal sector is clearly needed.

Female-Male Wage Differentials: Continuing Lower Earnings of Women

Economy-wide relative wage differences in formal-sector,
enumerated jobs also narrowed -omewhat between men and women, between
blue collar and white collar workers, and between workers Ln the private
and public sectors from 1960 to 1976 and 1977. Economy-wide relative
wage differences hetween men and women (shown in Table TI1-7) declined in
both blue collar and white collar jobs. Among blue collar workers,
female average wages rose from barely more than one half
those of males in 1960, to 75% in 1976. ‘The preliminary data for 1977,
however, show a sharp drop back to 63%. The relative gains of women in
white eollar employment were less dramatic and less persistent through
1976, when the average wage of white collar female workers was 66% of the

male average, up from 56% in 1960, The 1977 data show an increase again,
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to 72%. Relative wages of both categories of female employees rose
sharply in the mid-1960s, reaching 67% for blue collar workers and 69Y%

for white collar workers as carly as 1966, This relative increase was

maintained through 1976 for blue collar women, but for women in white
collar jobs was ecroded steadily between 1966 and 1974 as white collar

employment expanded in urban areas. The white collar differential

narrowed again between 1974 and 1977,

The apparent volatility of these relative rates, hetween 1976 and
1977 for instance, undoubtedlv is due partly to the relatively small
number of women recorded as working in fivms with ten or more employees,
(the population for which these data are collected). The larger
proportion of these women in white collar jobs reduces overall average
wage and salary differences, since white collar rates are higher. In
1977, women in all recorded employment combined had average weekly wage
and salary rates which were nearly four~fifths (79%) of male rates.
However, the great majority of women are excluded from jobs surveyed, and
are instead forced into marginal employrent in the informal sector.
Thus, the ratio of female to wale wage rates would undoubtedly be

)

dramatically lower if these more marginal johs were included.”

Aithin the formal manufacturing sector, women also made some gains
relative to men, though the preliminary data for 1977 provide a very
Jifferent picture from trends through 1976 and prevent strong

con~lusions.  (Sce Table T17-8,) In particular, the data for 1976

27. See Papanek and [brahim, project reporl .
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Table TII-7

FEMALE /MALE WAGE RATIOS (PERCENT):
ALL SECTORS, 1960-1977

Year Blue Collar White Collar
1960 53 56
1961 54 56
1962 54 57
1963 61 57
1964 63 59
1965 63 57
194/6 A7l 69
1967 68 66
1968 68 64
1960 71 65
1670 70 65
1971 68 62
1972 70 63
19713 66 63
1974 60 60
1975 -- -~
1976 75 66
197 7% A3 72

Source: Calculated from Wage Tables provided by Dr. Mohamed
A.F. Mongi, Institute of National Planning, from CAPMAS,
Survey of Employment, Earnings, and Hours of Work, Table 1.
(*) Data for 1977 are preliminary.

include significant changes from earlicr patterns, and there are numerous
equally sharp reversals in the 1977 data. The high degree of volatility
in the data raises questions ahout data reliability, and about whether
chinges are due to shifts in the composition of employment or of
individual earnings. The extent of variations during these and other
years is surprising.

For the dacade 1966 to 1976, female-to-male wage ratios rose from
67% to 75% among blue collar workers, while white collar women fared

relatively less well, registering only a gain from 61% to 64%. 1In 1977,



Table [IT-8

FEMALE /MALE WAGE RATTOS (PERCENT): ALL MANUFACTURTING
[NDUSTRIES (PUBLIC AND PRIVATE SECTORS), 1966-1977

1066 19068 1971 1972 19773 1974 (975 1976 197 7%

Blue Collni

Public 67 70 70 6o 68 69 69 76 68
Private 64 65 61 68 61 73 68 75 53
Total 67 68 67 h8 65 67 68 75 63

White Coltar

Public Ho hb 61 61 64 68 ho 62 74
Private 70 68 75 70 67 63 70 80 72
Total 61 66 63 62 64 67 70 64 74

All Emplovees

bublic 60 74 74 73 73 75 75 75 77
Private 67 66 71 71 65 78 75 76 59
Total 68 72 73 72 71 75 74 75 72

Source: Calculated from CAPMAS, Survey of Emplovment, Earnings, and
Hours of Work, Table 1 (annual volumes as indicated). For the wage
series {n currvent and 1978 piasters per week, sce Tables and

in Statistical Supplement,

(%) Data for 1977 ave preliminary,

the reverse was true: the blue collar ratio dropped to 63%, while for white
collar female workers it rose to 74%, The net cffect in 1976-1977 across
both categories of jobs was a slight decline from 75% to 72%.

Separate patterns of change in the public and private manufacturing
firm are eqaally ambiguoas for 1976-1977. The 1976 data indicate that blue
collar women tn both sectors had gained substantially relative to men since
1960, with private workers making relatively greater gains.  For white
collar women, pubiic svctor rates continued to lag far behind men, while

private rates rose from 707 to 807 of male rates. In 1977, however, all
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these trends appear to have been reversed. Women suffered sharp relative

declines in the private sector, and with blue collar wages dropping to

barely more than half male rates, while relative white collar rates

dropped back from the uncharacteristically high 1976 levels. Relative

pay rates in public sector white collar jobs rose, while blue collar
ratios fell,
[n most of the ten individual industries considered more closely,
female-male wage ratios followed closely the overall trend in
. . 28 . . . . . .
manufacturing. However, in spinning and weaving, which in 1976

704
emploved 58% of all wohmen working in manufacturing, blue collar

. . o . 30
female-male ratios were 62% and 5% in 1976 and 1977 respectively.,
In the public sector, women did relatively better, but in private firms
these ratios were substantially lower (51% in 1976, and 43% in 1977).

White collar women in private firms earncd wages closer to male rates in

most vears between 1960 and 1977, though women suffered even sharper

28, Industry-specific wage tables for 10 selected industries are
included in the Statistical! Supplement, in Tables S-5 to $-17. Relative
wage computations appear in Supplement Tables S-18 to §-27.

20, 1976 Population and Housing Census, Table 16, p. I69ff,
reproduced in transtarion in Statistical Supplement as Table . 0Of
89,600 omen reported in manufacturing jobs, 52,140 were in spinning and
weaving, wilth roughlv 407 i public firms and 60% in private firms.
spinning and weaving work

Women employees were about 9% of the total
force. Figures for 1977 from CAPMAS, Survey of Employment, Farnings and
Hours of Worl, Table 1, show lower levels of employment since surveys are
emp loyment

For firms with ten or more emplovees.  These data show total
of 303,325, inctuding 30,444 wonon (about 10%).

30, See Statistical Supplmenc, Tables $-5, $~15 and §-18 for
money, real, and relative wage rat s respectively in spinning and
weaving, 1960-1977,
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relative drops 1n 1977 than among thei: blue collar counterparts.
For all spinning and weaving workers combined, the female-male
wage ratios were 70 and 67 in 1976 and 1977, with smaller differences in

the public sector (77% and 80%), and greater differences in private (irms

(53% and 45%). Thus, while there were some wage gains for women relative

to men, female-to-male rations are best characterized as (a) lower, (b)

volatile and (c) sensitive to fairly small changes in the structure of

employment.,

The data show that even women who are employed in formal sector

joks continue to have substantially lower average earnings than men.

These numbers, however, mask larger differences in female-male earnings

nationally. While they report average wages by broad classification,

they do not reflect occupational discrimination on the inclusion of most

working women from enumerated, formal sector jobs. Employment data for

1977 show that while the public sector is less discriminatory in blue

collar average wage payments, a smaller proportion of the blue collar

work {orce was lemale (87 in public firms as compared with 18% in private

. i, . . .
firms). tThe same was true in white collar jobs. Yomen occupy 13% of
these jobs in the public sector and 18% in the private sector. These

differences presumably result from the public sector job guaranteces,

which have led to larger ratios of white collar emplovees and have

favored men disproport ionately.  Private firms accounted for only 4% of

white collar jobs in the spinning and weaving industry, although private

3. CAPMAS, Survev of Emplovment, Earnings and Hours of Work,

Table 1.
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employment constituted 13% of the total in all job categories combined.
Where relative wage gains did occur for women, they were
accompanied by even greater increases in the average level of education
(thus, theoretically, by increased labor quality as well). New female
labor market entrants are substantially better educated on average than
. . 32 .
either the existing work force or new male entrants. = On the basis of
interviews, rataer than statistical evidence, it also appears that women
are now being hired to fill jobs which were previously viewed as male
jobs. This recent trend may {undamentally and permanently change the
employment patterns of women. However, unless public policy supports
this trend, it could also he merely a short-term phenomenon that could be
reversed when overall labor supplies again increase in relation to

33
demand.

Another aspect of the changes in female wages and cducational
attainments, noted by Papanel and Ibrahim, has moire negative implications
for equityv and income distribution. Many lower-wage jobs in the formal
sector are disappearing and are not being replaced by better jobs.

Formal scctor jobs which are available for women are predominately in

white collar occupations, and blue collar positions are sufficiently

32, Sec discussion of educational attainments, Chapter IV.

33.  fn slack labor w-rkets, traditional discriminatory practices
generally increase.  In the United States, women, minortties and younger
workers arve rhe first and rhe hardest hit by recessions.  Inomany Western
European conntrics, the heaviest impact is on puest workers.  In Hgvpt,
the first group of workers likelv to bhe moved back in the "queue"” for
good jobs could well be women, unless government policy protects these

workers.
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scarce so amployers can impose much higher educational requirements for

34
women.

The lower wiage rates of women tn formal sector jobs have several
implications for industrial growth. First, they mask cvea larger
differences in returns to education bhecause as women recorded as employed
in manufacturing jobs (and throughout the economv) have substantially
greater average educational attainments. k Secondly, the willingness
of woen to worl. at lower wage rates could represent a source of
lower-cost labor inputs for industrv., Lower relative wage rates and
higher emplovament ratios for women in the private sector suggest that
private employers may be responsive to these wage < fferences, although
there is still a great deal of resistance to stereotyvpes concerning
"men's work"” and "women's work". Finally, wages are the only source of
income for most familiecs.  In poor families most women are worling
whether or not thev are counted in official data, and industrial jobs are
suporior to most amployment opportunitics for women despite wage major
differentials between women and men.  Thus, expansion of female
emplovnent in industry iy consistent with efficiency objectives and with

national concerns for equity and for taising family incomes.

34. See Papanek and Ibrahim, project report.

35. TIn Chapter TV.,, differences in educational attainments of
enumerated workers are reviewed,
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Skill Differentials and Shifting Scarcities

Blue collar/white collar differences. The narrowing of the

relative wage distribution for blue collar and white collar workers in
the economy as a whole wias more dramatic than the increase in female-male
relative wages during 1960-1977, 1In 1960, both male and female blue
collar workers carned less than one third as much on average, as white

collar employces (See Table [II-9). By 1977 males in blue collar jobs

Table TIT-9

BLUE COLLAR/WHITE COLLAR WAGE RATIOS (PERCENT):
ALL SECTORS, 1960-1977

Year Male Female Tota l
1960 31 30 31
1961 31 30 31
1962 30 29 10
1963 33 35 33
1964 15 37 35
1965 34 38 34
1966 42 41 42
1967 43 45 413
1968 45 48 45
1660 48 52 48
1970 46 50 46
1971 46 50 46
1972 53 58 53
1673 51 53 51
19 74 50 57 50
1075 -- -- --
1676 59 69 50
107 7% 63 55 65

Source: Calculated from CAPMAS, Survey o Emplovment, Earnings
and Hours of Work, Table 1,

(*) Data for 1977 are preliminary.
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had made gains to 63% of white collar rates. Relative gbins ot blue
collar women were greater through 1976, (up to 69%), but less by 1977
(55%) it the preliminary data are correct.

Within manufacturing, blue collar-white collar ratios were
slightly higher during most of the period. Differences between the
public and privatz sectors are striking, however. Blue collar-white

collar ratios are consistently and significantly higher for public than

for private employees. For males, this was true until 19761977, when

the private and public ratios were essentially the same; for females,

Table [II-10

BLUE COLLAR/WHLTE COLLAR WAGE RATIOS:
ALL MANUFACTURING INDUSTRIES (PERCENT), 1966-1976.

1966 1968 1971 1972 1973 1974 1975 1976 197 7%

Public
Male 413 50 50 56 55 62 61 61 64
Female 4R 52 58 63 59 63 Al 75 59
Total 44 51 52 58 57 A3 62 64 65
Private
Male 13 31 30 44 13 41 b hl 62
Female 31 29 25 43 30 47 43 57 45
Total 33 30 30 45 33 42 45 Al 61

All Fmployees

Male 4i b6 46 54 51 59 58 61 64
Female 45 47 49 A0 52 59 56 72 54
Total 41 47 47 56 52 59 59 63 A4

Source: Calculated from CAPMAS, Survey of Employment, Wages and Hours of Work
(annual volumes). (%) Data for 1977 are preliminary. See Table §-2,

Statistical Supplement.
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there are no exceptions. (The relatively narrower wage distribution
among public enterprises than in private manufacturing firms is discussed
below.)

The data on blue collar and white collar wage differentials
between 1966 and 1977 indicate that there was a significant shift in
relative wage compensation in favor of blue collar workers. FKven in the
private sector, where relative gains by blue collar workers were much
smaller, thcse increases suggest either that the average skill content
and productivity in blue collar jobs increased, or that relatively
greater scarcities have emerged in blue collar occupations.

More recent data on these broad skill differentials are
unavailable from official sources, as are reliable figures for individual
accupations. This is unfortunate, because wage data provide crucial
information for assessing changes in relative scarcities. Although
public sector rates are set administratively for the vntire civil service
svstem, private market rates fluctuate more freely and can signal key
shifts in the balance between market demand and supply. Recommendations
For improving labor market information, proposed in Chapter I, are

particularly important for this reason.

Recent trends in occupational differentials: clues from a biased

sample.  One source of more current but unofficial data on wages is the

semi-annual Survev of Personnel Policies and Salarv Tevels in Kgypt.

1h.  The surveys are conducted by the Middle Kast Advisory Group

(MEAG), and have been administered in June and Decewber since 1977. The
survey population consists of subscribers, rather than a sample chosen

For purposes of statistical inference.
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Two other recent single period surveys were also reviewed for this

3 . . . .
report. Each has serious shortcomings for the present objective of

examining general changes in the occupational wage structure, but each

does provide some clues concerning recent trends.

The semi—-annual survey of salary levels tracks non-wage components

of compensation as well as base pay and bonuses, and permits some guarded

inferences about relative wage movements between 1977 and 1980. However,

considerable caution is needed to avoid drawing incorrect ccnclusions

19 .
from these data. A number of sample characteristics make broader

PSS SV PR

}7. Some comparative wage and salary information is available
from a survey conducted by an international consulting company as part of
an analysis of neceded increases in skilled-labor and professional wage
and salary rates in a public sector company. In additlon, there is some
salary and skill-scarcity information in a 1979 study by Mohamed A.F.
Mongi et al, Factors Affecting Public Sector Salaries Policy in Egypt
(Cairo: Institute of National Planning, 1979), p. 280.

18. FEach of these studies is based on a small sample of firms.
In the public sector, this is a less serious problem because of common
civil service regulation of wages and bonuses. Nevertheless, there is a
considerable amount of variation among firms, particularly in determining
bonuses. A conmon problem in the choice of sample firms in the private
sector in these surveys is that they are almost all quite large. While
survey results may be useful for inferences about larger firms, they are
probably quite different from practices in smaller firms.

39. ‘The surveys were designed to provide salary information
primarily for firms which know relatively little about local wage-setting
practices among multinational firms in Egypt, and perhaps in larger local
firms as well. These firms are 50-60% more capital-intensive than the
average for manufacturing as a whole, and investments per worker average
more than twice the economy-wide average. Thus, their wage bill tends to
be a much smaller portion of total costs, and they are more able than
most private Egvptian firms to provide wages and benefits which grow in
real terms despite inflation. This is a serious shortcoming for purposes
of peneralizing about wages in the economy, although it in no way
detracts from the value of the surveys for their intended purpose.
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inferences potes tially unreliable: (a) it consists almost entirely of
firms which are principally or wholly foreign-owned, with above average
capital-intensity and wages; (b) the total number of firms sampled is
small, and the number of firms reporting wages for overlapping

. . 40 .
occupations is even smaller; (c) there is a very strong
representation of high-wage, petroleumsector firms, whose high wages and
benefit policies may be quite unlike those of other foreign or domestic

firms; and the composition of the sample has changed significantly in

most sample periods.41

Results of these surveys were not intended to be generalized, and
their use at all can only be suggestive. Because surveys monitor a
continually changing sample of high-wage firms, economy-wide inferences
about absolute changes in occupational wages would be unreliable.
However, systematic changes in relative wages within these firms may be a
useful basis for inferences about changes in relative occupational skill
scarcities. For a small number of occupations, it is possible to trace
developments from 1977 to 1980 by examining year-to-year movements among

firms which were in the sample for at least two consecutive sample

40. In making comparisons, the number of firms involved rather
than the number of workers is the relevant measure of sample size, since
each firm makes a complete set of compensation dacisions as a unit
regardless of the number of employees.

41. For example, the banking industry was well represented in
early surveys, but was not included in later rourds.
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42 . .. .

TOAars. Even this limited use of the data s warranted only because
y \

of a dearth of alternative information, and the results should be viewed
with caution. Due to their above-average capital-labor ratios, skill
requiremeats and job tasks associated with a particular occupation may pe
. - . . 43

quite different in these firms.

With these caveats in mind, there is sufficient continuity and
large enough samples of firms to justify calculating real wage indices
for 15 occupations (see Table TII-11).

Despite the shortcomings of this sample, the results are
intreresting in sceveral respects. In general, the indices are consistent
with the conventional wisdom concerning changing skill scarcities and
labor costs. Thev show a steady increase in real base salaries for most
of the scelected blue collar and white collar jobs in the surveved firms.
Base salaries ‘or white collar workers rose by 31% in real terms over the
three vears, and by 24% for blue collar workers. White collar increases
were largest in 1978-107¢ while hlue collar salaries rose most sharply

in the Jollowing vear.

42, This approach is not completely satisfactory, because there
were major changes in the nature of the sample as well as in the specific

firms surveyed.

43. These caveats must be emphasized because of the inevitable
enthusiasm among analysts and policy makars for any current data, given
the long lags in abtaining economy-wide data from official sources. The
recent use of these data in a country development strategy statement to
mave sweeping inferences about the benefits of growth in the private
soctor more generally, for example, is likely to be qutte misleading.
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Table [IL-11

INDICES OF REAI MONTULY BASF. SALARIES FOR SELECTED OCCUPATIONS
MEAG SAMPLE (1978 = 100)

1977 1978 1979 1980
Blue Collar 100 100 120 124
Unskilled
Factory laborer 100 120 133
Office boy 77 100 105 110
Semi-skilled
Driver 105 100 107 110
Production foreman 100 109 132
Junior carpenter 100 88 87
Computer operator 105 100 138 142
Skilled
Senior carpenter 100 105 110
Senior electrician 100 116 129
Senior mechanic 100 128 138
White Collar 83 100 100 109
Semi-skilled
Typist 91 100 101 114
Skilled
Secretary 88 100 97 107
Accountant 76 100 7 102
Administrative Assistant 104 100 112 128
Professional )
Senior accountant 110 100 91] 99
Chemist 100 112 118
All Included QOccupations 8l 100 106 118

Soutce:r  Computed from Middle East Advisory Group, Survey of Personnel
Policies and Salary Levels in Egvpt, Nos. 2, 4, 6 and & (December
1977, 1978, 1979 and 1980).
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The largest increases have occured in technical and supervisory
occupations (e.g. computer operator, production forman, administrative
assistant), skilled trades (e.g. electrician and mechanic), and (heavy)
factory labor jrbs. From 1978 to 1980, base salaries for these
occupations rose between 28% and 42%. The smallest increase since 1078
have occurred in white collar clerical occupations (e.g. secretary and
accountant) and in light, relatively unskilled work (e.g. office boy and
driver) Senior account salaries actually fell steadily from 1977
through 1079 and did not quite recover in 1980 to their 1978 level.
Lower-level accountants made substantial gains from 1977 to 1978, then
showed almost no change subsequently. These salary trends among
accountants will be considered below, in the discussions of government
emplovment and of mismatches between educational outputs and the labor
market .

The other curious salarv pattern is for carpenters. Real salary
levels among skilled carpenters rose by only 10% between 1978 and 1980,
while for semi-skilled carpenters they actually fell after 1078,
Carpenters' wages had reportedly risen rapidly in prior vears. Supply
apparent ly responded sufficiently, despite continuing out-migration to
the Arab Gulf states, to equilibriate the market with relatively small
monev and real wage growth. This evidence is consistent with interviews
conducted ip the construction markec.

The real wage index for the entire sample of selected occupations
grew by 23% between 1077 and 1978, then by 6% and 18% respectively in the

subsequent two vears., The average growth in white collar jobs was 207
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between 1977 and 1978, but real base salaries in these occupations taken
together remained unchanged in 1979 and rose only 9% in 1980. 1In blue
collar jobs, by contrast, real wages showed no improvement between 1977
and 1978, then gained 20% in 1979 and an additional 3% in 1980. Again,
it is important to emphasize that these aggregate indices must be
interpreted with great caution. Although the aggregation across

'it creates added problems of

occupations may reduce small-sample "noise,’
bias. The included occupations may not represent all blue collar and
white collar occupations accurately. Higher capital-labor ratios among
surveyed firms may make the skill distribution in these jobs quite
different from jobs with the same title in other firms. Compensation may
also differ because wage cosls are a smaller proportion of total
production costs, and firms are more able than the vast majority of
Fgvptian firms to offer wage and benefit increases substantially above
the rate of price inflation.

Another interesting change is the growth of overtime pay,
allowances, and other components of compensation (principally insurance)
in relation to base salary increases.aa Unfortunately, comparable data
are unavailable for the labor force as a whole. Based on a number of
informal conversations, it seems probable that tne same pattern of change
has occurred in the public enterprises. Tn smaller (private)
establishments, overtime is also an important component of pay, but

supplemental allowances and insurance tend to be relatively small

portions of total compensation.

44. Sec Table S-4, Statistical Supplement.
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These differences in the structure of overall compensation are

important to document and analyze systematically. Basc wage comparisons

may mask major shifts in relative compensation among workers who receive

substantially different amounts of other payments and benefits. This

seems to be particularly important in comparisons of the public and

private scctors.
The findirgs of the two other surveys are consistent with these

wage results., The single-firm study monitored responses from recruitment

ads, and found that lor engineors and technicians, there were fewer

applicants than aivertised positions. Tn other categories, applications

cxceeded job open.ongs by multiples ranging from 1.3 for craftsmen to 4.9

for clerks. The Institute of National Planning study found that both

public sector and private sector managers cited shortages most frequently
.I}

in skilled labor and middle management categories.

Private-Public Differentials: the Dual Wage Structure

Finally, employees in the private sector made important gains

relative to public sector workers during the 1970s.  Consistent

comparisons are possible only beginning in 1966, Extensive

nationalizations in 1961 which brought approximateliy 80" of organized,

non-agricultural cconomic activities under public ownership. By 1066,

this process was complete and the major economic adjustments that

———————— e

).
larics ia Egypt (Cairo:  Institute of National Planning, 1979), pp.

45 Mohamed A. F. Mongi et al., Factors Affecting Public Sector
preral 4

Sa
250-2572,
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followed nationalization had bYeen made. Private-public sector relative wage
ratios (in percent) for 1966-1977 in all economic activities combined are
presented in Table TI[-1%. Average wages for the entire private sector
remained consistently below public sector aggregate levels during 1966-1977.
However, the ratio rose from 73% to 95% during the period, with a

consideranle amount of interim fluctuation.

Table TI[~12

PRTVATE/PUBLIC WAGE RATIOS: ALL SECTORS, 1966-1077

Year Ratio Year Ratio
1966 73 1972 a0
1967 76 1973 80
1968 70 1974 81
1040 71 1975 -
1970 75 1976 a4
167] 70 197 7% a3

Source: fCalculated from CAPMAS Surveys of Employment, Earnings
and Hours of Worlk, Table 1 (annual volumes). (%) Data for 1977 are
preliminary.

A similar pattern occurred in the manufacturing sector, as shown
in Table [T1-13. Strong relative gains were made during the period by
all manafacturing workers combined, and separately by both men and
women,  The aggregate private/public ratio was only 66% of the public
sector rates in 196h, and rose to 957 by 1977, The separate patterns for
men and women were essentially the same as for both groups combined until
1977, when relative rates fell for wonmen and increased for men.

Disaggrepgation of private/public ratios for blue and white collar
workers reveals distinctly different trends.  The dispersion of wages

among priviate sector workers {s greater than in the public sector. omen
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Table III-13

PRIVATE/PUBLIC SECTOR WAGE RATIOS
IN ALL MANUFACTURING BY SECTOR (PERCENT), 1966-1977

1966h 1968 1971 1972 1973 1974 1975 1976 1977%

ﬁlpe Co}lar

Male AR AR 70 92 68 71 84 89 102
Fenule A5 613 hl 91 61 88 82 88 79
Total 67 A7 69 91 67 717 82 88 98

White Collar

Male 87 ] 116 116 111 118 115 90 106
Female : 101 114 140 134 118 111 116 116 103
Total 88 112 118 119 114 116 113 92 106

All Employees

Male 67 71 73 90 70 80 85 87 98
Female hS A1 71 R7 62 84 84 88 75
Fotal 6h 70 73 89 70 79 83 85 95

Source: Calculated from CAPMAS, Survey of Employment, Earnings and
Hours of Work, Table 1 (annual volumes). (%) Data for 1977 are

preliminary.
holding white collar jobs in the private sector earned an average of nearly
19% more than in the public sector during 1966-1976, though this ratio
declined ia 1977. Among male white collar workers, private sector wages
exceeded public rates by an average of 8% (and nearly 15% between 1968 and
1975). Private sector rates for blue collar workers, by contrast, were 68%
of public rates for males and 65% for females in 1966, and had risen to B9%
and R8% respectively in 1976, with the 1977 ratio rising again Lo 102% for
men and falling to 79% for women. Thus, private-public wage ratios

remained high (generally greater than 1.00) for white collar workers, while

private sector blue collar rates remained lower despite substantial
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relative gains. The 1977 data show private wages for blue collar males
exceeding public rates for the first time. However, because of larger

benefits and fringes, total public compensation in blue collar workers

has remained well ahead of private levels.

The only source of more recent public-private comparisons
identified for this analvsis is a small-sample survey of competitors'
wages conducted as part of the public firm evaluation cited above.
Comparisons in six occupational categories are summarized in Table
I'T1-14. This evidence suggests a continuation of earlier relative wage
patterns,  Private sector wage ranges remained below public scctor levels
For unskilled taborers, and ahove public rates for accountants and
engineers. The wage distribution was wider For clerical and technical
workers, reflecring the private sector's greater wage differentials in
these verv heterogencous categories.  The only anomaly in the survey is
the narrower range of skilled laborer wages in the private companies.
This may bhe because all firms are from two closely related industries,
where the range of skills may he less diverse. It also could be the
result of different methods of assigning semi-skilled workers' jobs to
the "unskilled" or "skilled" cntegories.46 Thus, no strong inferences

should »e drawn from this last result,

hh.  For exaumple, the TN® study classifies "semi=skilled" and
"unskilled" workers together. Small differences in the way individual
firms allocate this middle skill group into skilled and unskilled
categories could make these distinetions noncomparable. Technicians also

perform such varied functions that skill distributions of this job

catevorv are also likely to varv greatly between firms.
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Table III-14

PUBLIC-PRIVATE ANNUAT WAGE RATIOS, 1979
(based on small sample)l

Private Public Ratio of Private Public Ratio

Occupational Minimum Minimum Minimum  Maximum Maximum  Maximum
Category Wage Rate? Wage Rate ] Rates Wage Rate Wage Rate Rates
laborer 108 144 .75 4804 780 .62
Technician 108 180 .60 24007 1440 1.67
Clerical 108 180 .60 9604 780 1.23
Skilled Laborer 360 240 1.50 84 0% 1440 .58
Accountant 360 240 1.50 19207 1440 1.33
Fngincer 360 300 1.20 54004 1440 3.75

Source: Kvaluation of a public sector Firm by international consultants.

Notes: 1. The sample upon which these data are based consisted of 3 public

sactor firms, and 4 private firms with total employment ranging . from
18 to 750 employeces.

2. All minimum rates were for the same firm, with 65 employees.

3. ALl public firms reported identical minimum and maximum rates,
determined under Law 61 ol 1971,

4. Rate ,1id by firm with 750 employees.

5. Rate paid by firm with 18 employees.

Taken as a whole, however, the survey is consistent with prior
evidence: (1) private sector firms have much wider wage distributions
than firms in the public sector; and (2) wages in entry-level and

tow=skilled categories tend to be lower, while advances enginecering and

47

technical skills command higher pay than in the public sector.
Distortions and inefficiencies resulting from the dual wage and incentive

system in Kgypt are discussed in Section B.

————— e e it i

47. These wage patterns are consistent with employer interviews
conducted in January and June 1981, which indicated that public
enterprises have had large entry-level increases in total compensation,
and continue to have narrower wage distributions than a sample of private

firms with more than 25-50 employees.
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B. The Dual Incentive System: An Obstacle to Productivity and Growth

Public enterprises remain locked in the confines of civil service
wage and employment policies which were established at a time of greater
economic planning and administrative controls over the economy.
Inconsistencies between the civil service and private market wage systems
erode incentives among public sector workers, and cause higher labor
costs For private firms as well. These differences create distortions
which stifle the growth of labor-intensive activities, and encourage
Fgvptian entrepreneurs to utilize technologies which are excessively
capital-intensive.

The detrimental impact of the wage structure on productivity is
aggravated as a result of past hiring guarantees for higher-education
graduates and war veterans, which have left many public firms with large

49
numbers of redundant workers. The narrower relative wage structure
of public enterprises encourages private firms to pirate the most
productive public enterprise workers while leaving behind those who are
least trained, motivated and experienced. Productivity and work
standards are difficult to estahlish and maintain. As the economic role

PESUISUIPEED SEFIAO N

4R. The civil service system was extended to cover wages and salaries
in the public enterprises in 1962, a year after the nationalization of a

number of these finns.

49. Despite reductions in the degree of redundancy during recent
years, surpluses remain as large as 10-40% in a number of job categories.
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of private sector firms 2xpands, many public enterprises face potentially
serious problems of becoming increasingly inefficient and marginal.

The public enterprises account for nearly half of manufacturing

. . 50

emplovment , and more than half of value added in manufacturing. They
produce goods and scrvices which are vital to the economy. For many
private firms, a stable supply of intermediate goods produced by public
sector firms is essential for profitability. It is difficult to imagine
successful development of the private sector, or of the Egyptian economy
as a whole, without a strong public enterprise sector. To assure that
public firms become increasingly productive, public sector wage and

employment practices need to be madified.

Redimdancics and the low-productivity trap. High entry-level

wages, substanttally greater benefits, and greater security than in the

private soctor make public enterprise cmployment very atlractive to

Pow-skilled workers.  vast job guarantees for war veterans as well as
post-secondary graduates, together with higher compensation, have led to
Farge labor surpluses in most public sector firms. A 1979 survey of
public enterprise managers conducted by the Institute of National

Planning asked top leve!l managers to assess to the extent of labor

—————— e

S0, Accordiag to 1976 censns data, there were 594,093
manufacturing employees in public sector firms, an additional 32,8473 in
"government” (presumably the firms run by the military), and 731,922 in
the private sector.  lenoring those listed as "unspecified," workers in
public sector and governmeot wanufacturing constituted 43.7% and 2.4% of
totad manutacturiag employment, while 54.8% were in private firms. (1976
Censasy Table 1A, po 1695 see Statistical Supplement, Table $-30.)
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underutilization.Sl Of 97 responses, 20 managers estimated labor
underutilization was 10%, 41 identified 20% as the appropriate figure, 15
said 30%, and the remaining 16 indicated that underutilization was 40%.
This does not mean that such large portions of the work force could be
dismissed without any immediate loss of output. It does imply, however,
that i f managers are given the authority and adequate incentives to set
their own personnel policies and increase productivity, these magnitudes
of relative labor reductions might be achieved over time. Increased
utilization, and the eventual elimination of redundancies can be achieved
through productivity-increasing job redesign, labor reassignments, and
cxpansion of outputs, rather than through layoffs of current workers. In
fact, some progress in this direction has already been made, as Handoussa
59
reports.  Without effective incentives for raising productivity, the
existence of surplus workers has created a low-productivity trap which is
cxtremely difficult to overcome. Several studies and a number of
interviews consistently identify three kinds of difficulty which public
enterprise managers face due to the redundant workers they have been

required by the government to hire: (1) defining and allocating work

5. Mohamed A.F. Mongi et al., Factors Affecting Public Sector
Salaries Policy in Faypt (Cairo: Institute of National Planning, 1979),
p.280. The same study reports lower estimates of actual overall labor
redundancy:  "about 10% in food, spinning and weaving, trade,
transportation and hotels, [4.4% in petroleum, 15% in electrical
construction, 16.7% in chemicals, and 17.9% in engincering industries."

(p.24i)

52 Handoussa, op. cit,
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tasks, responsibility a1 accountability; (2) enforcing work standards
and work discipline; and (3) clevating workers wmorale and prod :ctivity,

. . . 3
which tend to decline to the lowest common denominator. Where
surpluses are particularly large, it is impossible Lo provide
high-productivity assignments for all workers. Thus the basis for
eaforcing productivity standards is undermined or absent, and it is often
difficult to enforce even rudimentary work discipline and to discourage
absenteeism. Tn Epypt's public sector firms, difficulties in encouraging
productivity are further hampered by the cumbersome due process
requirements for dismissals, and a purportedly strong bias in labor
hearings against such dismissals.

One measurable consequence has been the reduction in effective
hours worked in some plants. For example, while the work day is legally
defined as 7 hours, actual shifts in some cases are only 5 hours (lasting
from 9 a.m. to 2 p.m.).sa

The problem of redundancies is widely recognized, and public
enterprises are no longer required to hire graduates and veterans.

However, the large remaining redundancies will not be eliminated simply

by attrition. A shift in incentives is required to eliminate both the
redundancices and accompanying problems of low morale, low productivity,

and (frequently) poor industrial discipline.

53, See, lor example, Moangi ct. al., (1980), pp. 225-240, The
public~tirm evaluation notes, "lhe solurion of current and future
manpower problems will vequice fundamental changes in the axisting

(company ) wape structute...”

S54.  Public “irw evaluation cited above.
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Spillover effects in the private sector. [t is difficult to gauge

the extent of distortions which result in the private sector from the
narrow wage differentials and redundant labor policies of the public
sector. Some specific effects are percepLible, however. In two
medium-sized private textile firms site visits were conducted, some of
the young female workers had compieted enough education to qualify for
government employment. They were working in the textile plant while
awaiting eligibility for a public sector assignment. Public ecmployment
was viewed by these women as preferable because of the security,
benefits, and easier work schedules.

When individual skills are in scarce supply, the availability of
government jobs places added vressures on the private sector labor
market. In some cases this is appropriate, because skills are used in an
economically efficient manner in the public sector. More often, however,
indiscriminate public-sector job guarantees for all higher-level
graduates, regardless of their field of study and acquired skills, cause
inefficient uses of scarce skills. For instance, university graduates
sometimes are assigned to jobs that could be filled by secondary-level
technical graduates instead.5 Fngineering skills are scarce elsewhere
in the economy, yet there are surpluses of engineers in public firms. In

part this is a problem of poor training rather than misapplication of

55. Richard F. Nyrop, Arca Haundbook for Egypt. The American
University Foreign Area Studies (Washington, D.C.: U.S. Government
Printing Office, 3rd. edition, 1976), p.78. .



http:instead.55

-106~

skil.ls‘56 llowever, it results frow a set of distortions which waste
both educational resources and scarce skills. Job security and better
benefits deprive the private sector of many capable workers, and raise
the costs for hiring individuals with these skills.

Finally, because the public sector employ a large portion of the
total work force, the detrimental effect of labor redundancies on
productivity may cause more general declines of worker efficiency in

. . 57
private jobs as well.

Incentives for preater productivity The bouus system in public

firms is supposed to reward productivity. However, both standard
promotion schedules and bonuses are granted more as a function of time
than of individual accomplishmenis. Production bonuses arc given
paeriodically, and tead to be linked to the base salary level. The
overall amount of bonuses ig determined by firm output levels more than
by individual outputs. Similarly, prowotions are made primarily on the
basis of seniority rather than merit. These reward systems fail to
counteract the disincentive effects of redundant employment, and provide

no leverage to encourapge productivity.

5. See discussion of enrollment and quality problems in
university programs in Chs. T and [V,

57. This is less certain. MNowever, workers typicall; are aware of
work requirements in alternative jobs, and use these comparisons in
bargaining over wages, working conditions, and job standards. Patterns
and standards set by poveroment are likely to crvate particularly strong

demonstration oftects.
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An alternative incentive structure is needed for both management
and workers if public firms intend to encourage productivity. For
managers, rewards need to be linked more closely to enterprise profits.
Managers also nced additional autonomy and advisory support to respond

. . . . 58 .
effectively to new incentives., Bonuses should be based on evaluation
criteria which are tied as closely as possible to the performance of the
C 59
1ndividuals and small groups of workers. An extreme foim of such an
incentive system is a "piece rate" system, which pays only for output
actually produced. Among production workers, sensible piece rate
schedules can be conceived relatively easily, though negotiating both
initial and subscquent pay rates per unit produced often strains
lavor-managoment relations. In order to be acceptable to the firm's
employees, initial rates have to assure that there are relatively few
actual income reductions, and that workers can significantly increase
their incomes by working diligentlv. To be affordable by the firm, rates

must be set low enough to keep the overall wage costs per unit of output

at reasonable levels.

58. Sece Mongi, ct. al., pp. 225-228, Also sece Jones, project

— ——

report .,

59, For a review of alternative compensation systems, see Thomas
K. Connellan, How to Improve Human Performance: Behaviorism in Busincss
and Industryv, (New York: Harper and Row, 1978). Also see references and
proposals in Chapter I.

A, Frederick Lesieur, The Scarnion Plan: 4 Froatier in
Lahar-Management Cooperation (Cambridge, Massachusetts: The MIT Press,

1958 and Edward ¥E. Lawler [T, Motivation in Work Organizations
(Monterey, California:  Brooks/Cole Publishing, 1973).
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In the profit-maximizing private firms, piece rates are dependent
in some manner on output prices. For products which are subsidized
through government price controls, however, tying unit wage payments to
prices generally is inappropriate. An alternative approach is needed.
One such approach is to determine both the appropriate target output
levels and the target income for workers who produce the quota. The
appropriate piece rate can then be derived in a straight-forward manner.
Piece rates are harder to defire for non-production workers. lowever,
standard approaches do exist for a aumber of non-production jobs, such as

. 61 C . . .
clerical tasks. Modified piece-rate systems can be applied to wmost
types of jobs. Where this Is impossible, higher management levels,
rewards can be geared to profitability rather than output, in a manner
similar to top-leve! management remuneration. In fact, profit sharing
schemes are a uscful complement to production-based pay rates, since they
reward worker efforts to keep costs down and maintain quality, as well as
encouraging iacreases in output per worker. =

To redesign incentives successfully, new rewards must be
advantageous for workers as well as managers. This objective is
feasible, and can be achieved by including union representatives and line
supervisors ir the process of change. Productivity gains can be
beneficial for all parties, if competing interests of managers and

[PROUUETEPDEEES IR Y

A1. T. Husband, Work Analysis and Pay Structure (lL.ondon: McGraw
Hill, 197A.)

67, Geoffrey W. Latta, Profit=Shariug, Employee Stock Ownership,
Savings, Asset Formation Plans in the Western World, (Philadelphia:
University of Pennsylvania, The Wharton School, 1979).
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workers are balanced through integrating flexible bargaining and
cooperation. Government must take the lead in helping to aegotiate a
smooth transition, and in giving both managers and workers information
and training neceded for future bargaining. Recommendations for public
support are included in chapter T.

Without thase fundamental shifts in the reward system for workers
and for managers, and without an active program to increase productivity,
public sector firms are unlikely to fare well in the increasingly
market-oriented economy. If present distortions are maintained,
profitability is likely to decline. Private firms will take over the
most profitable activities and the most productive workers, leaving the
public enterprises with the least-profitable tasks in the economy and the
lowest productivity work fnrco.(13

The changes in inceatives, training, and work assignments which
are needed to raise productivity among pubiic enterprise workers will not
be easily accomplished. However, these changes are possible; they are
also necessary to accelerate industrial growth. The public enterprises

can and must continue to perform a central role in national economic

development .

——————— et

3. One private sector manager who was interviewed had previously
headed a public sector company. He left the public enterprise, took a
number of key personnel with him, and set up a private firm to produce a
competing product. Ultimately an informal arrangement was made with the
public company to divide the market peographically, giving the private
fivm the densest, most profitable part. Unless public eaterprise
mantpers have incentives to remain in public service, and are given the
autharity to make needed improvements for profitability, this phenomenon

became a4 common practice.



IV. EDUCATION AND TRAINING FOR INDUSTRTAL GROWTH

Bruce Vermeulen

The ability of the Egyptian economy to create enough good jobs in
the 1980's will depend on the willingness of industrial firms to adopt

labor-intensive technologies. The profitability ol such investments

depends, in turn, on the wage demands, previously acquired skilts, and

trainability of available workers. Therefore, a close "fit" of education

and training with caplover skill requirements is essential for a

successful cmployment program.

There is a considerable degree of concensus about the general

nature of education and skill training needs in Egypt, and the

shortcomings of current programs. This is clear from legistation and

President ial decrees, national economic plans, and independent reports of

international agencies in recent years. Large investment proje~ts and

1. See, for example, World Bank Mission reports in 1678 and 10880,

Also sce Education in Egvpt: A Survey Report (Cairoa: Education Office
gyl f y

U.$.A.1.D., December 1977).  These assessments are consistent with
statements by Hgyptian officials reported in the Egyptian Gazette on a
noeeds.

numher of occassions concerning national educational objectives and

-110~-
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other measures have been initiated, and both educationa! programs and
attainments have lmproved substantially in the past decade. However,
there are stil! some fundamental mismatches between educational programs
and Tabor market needs.  Skill requirements for more rapid and equitahle
industrial growth could be met more effectively and efficiently,
primarily through reallocations rather than major increases in the
overall public budget for education and training.

In this chapter the adequacy of education and training budgets,
enrol lment s, and outputs is viewed in relation to labor market nceds. In
assessing these needs, it is assumed that the education and training
systew has two essential objectives: (1) to assure an adequate skill mix
in the labor force to meet the prospective needs of emplovers during this
period of rapid industrial growth; and (2) to distribute educational

2
opportunities widely, to facilitate more equitable access to good jobs.

Educational Enrollments and At tainments

A national commitwment to universal literacy is embodied in the
country's compulsocv primary cducation requirement, and was reinforced in
1670 with the passage of a law to provide remedial literacy training for

e et ek

its tapact on ¢fficiency may been debated.  In the short run, the skill

7. More cqual cducation would reduce income disparities, although

needs of cmplovers mav be met more effectively by focusing training
resources inteasivelv, on a relatively small number of current and
prospect fve cmplovees, However, a longer-range strategy to encourige
massive tnereases in high-productivity, high-wage jobs will also require

a very broad educational base among Egvptian workers.
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3 .
all adults. Yot, 56.5 percent of the population over 10 years old
remained unable to read or write in 1976, with women suffering much

. co o oy 4 i
higher illiteracy rates than men -- 71% vs. 427, Tn each case, this

. . 5 ,

represented an {mprovement over 1960 figures,” but fell far short of
the ambitious goals established by the Egyptian government. Tf those who
are marginally literate are included, 84% of females and 70% of males had

- . . b c oy
minimal or no education in 1976. In absolute terms, illiteracy has
actually continued to increase. Between 1960 and 1976, the number of
illiterates rose from 13.3 million to 15.6 million persons.

The slow progress in reducing illiteracy is due partly to the

large numbers of adults who have already passed the normal schooling age

without learning to read and write. As recent adult education programs

3. The 16870 literacy law for adults was accompanied immediately
by a ten-ycar plan to eradicate illiteracy, and by the creation in 1972
of a Supreme Council for Adult and Literacy Education to coordinate these
efforts. See Education in Egypt: A Survey Report (Cairo: U.S.A.L.D.,
1977).)

4. See 1976 Housing and Population Census Tabhle 10, p. 143,
translated in Statistical Supplement as Table $-28.

5. Illiteracy rates in 1960 were (71% for all Egyptians, and 57%
and 84% for men and women respectively. Preliminary Results of the 1976

Population and Housing Census, p. 30,

6. Individuals referred to here as "marginally literate" indicate
that they can read or write, but have not completed primary school.
According to one officiat, individuals are tncluded in this group if they
can write their name, and even if their reading ability is below a
functional Tevel. Only a small proportion have completed more than two

vears of primarvy school.

7. Ministry of Education, "Adult Education in Egvpt: Efforts and
Ef fects," mimeo (undated ~- approximately 1970),
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Table V-1

APPROXTMATE ENROLLMENT RATES (PERCENT) BY SEX [N PR [MARY,
PREPARATORY AND SECONDARY PROGRAMS, 1078-1979

Grade Agoe Male Female Total

Primary

1 6 80 66 77
2 7 g9 70 85
3 8 86 59 73
4 9 a5 63 70
5 10 80 52 66
6 11 60 43 )
Total 87 50 73
Preparatory
7 12 66 41 54
8 13 61 39 51
9 14 8?2 47 65
Total 70 42 57
Seconda ry
10 15 48 30 3o
11 16 41 25 3
12 17 47 29 38
Total 46 28 38
University and Higher
Total 18-22 2] a 15

Source:  Calculated from World Bank age cohort projections from
1976 Population and Housing Census, and enrollment data
from CAVPMAS,

Notes: Enrollment data are preliminary, and the assumption that
all children In cach grade are the same age is of course
resteoietive primay earollments in many cases inelude
over-iged persons. Secondary figures exclude grades
I3 and 14 of five-vear secondary schools. Therefore,
estimates for individual grades are only approximate,
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have shown, it is difficult to reach these older individuals and improve
literacy rates. In addition, initial enrollments of Egyptian youths have
remained below national targets, and dropouts in early years have
continued to crode progress in making universal primary education a
reality.

Table TV-] presents data on epro]lment rates in 1978-79 at the
various educational levels as « percentage of estimated éopulation in
corresponding age groups. While these estimates are based on somewhat
rigid assumptions (see notes for table), they indicate that enrollment
rates are lower than desired even amoung young Egyptians. TIn 1979,
nearly three-fourths of school age children were enrolled in primary
schools.8 However, growth in enrollments at this level was slow during
the 1970's. The fraction of cligible children enrolled in grades 1~-6
rose nnly from 71% in 1970/71 to 73% in 1078/79. Rural enrollments in
primary schocls remained below levels in urban areas -- 62% vs. 90% in
1078/79.Q

Among girls, initial enrollments have remained much lower and
dropout rates are much higher than for boys despite somewhat greater
increases during the decade. Only 66% of 6-year-old girls, compared with
89% of boys, were reportedly enrolled in first grade in 1978/79. Rates

for all primary school grades combined diverged cven more, with 59% of

8. Attendance is reportedly sporadic for many children,
particularly in rural communities. Therefore of ficial enrollment rates
somewhat overstate the effective delivery rates of education.

a. The World Bank,'" Third Education Project, Arab Republic of

Egypt," Stalf Appraisal Report No. 3006-EGT (Washington, D.C.,, August
1980), pp. 3-4.
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Table IV-2

ENROLIMENT OF FEMALES AS A PERCENTAGE OF MALE ENROLLMENT
BY EDUCATTONAL PROGRAM, 1973-]97¢0

1073-74 1974-75 1975-76 1976-77 1977-78 1978-79

Primary 62 62 63 63 64 66
Preparatory 51 54 54 55 57 58
Secondary (total) 49 51 52 53 56 58
Secondary (gencral) 49 50 52 53 55 56
secondary (technical) 49 51 51 54 57 60
Training Colleges 76 76 78 79 84 91
University 41 42 42 43 42 44
Total enrollments 57 58 58 59 60 61

Source: Calculated from Table §-51, Statistical Supplement. Values
for 1978-79 are estimates.

eligible girls and 87% of boys enrolled. Table TV-2 traces the gradual
increase in female enrollments as a percentage of male rates at all levels
of education from 1973/74 through 1978/79. 1In primary programs, less than
two-thirds as manv gicls as boys were enrolled during each of these years.
The growth of Lrimary school enrollments has been constrained in part
by an inadequate suppiy of qualified teachers, and lack of available
classroom space. According to a World Bank report in 1078, as many as 60
percent of primary schools held multiple sessions. The problem of training

sufficient numbers of teachers is aggravated because a large number of



-116~

recent graduates from the teaching institutes emigrate to the Arab Gulf
states, where salaries are substantially higher. Major teacher shortages
reportedly persist despite a large increase of enrollments in teacher's
training colleges from 21,756 in 1973/74 to 44,567 in 1978/79.10

Much greater increases in enrollments and graduation rates were
achieved at the preparatory level than in primary schools. Between
1970/71 and 1978/79, enrollments grew from 37% of the eligible age group
to 57%.]] However, while the Government of Egypt has a stated policy
of extending universal education to the preparatory level, this object
remains far from being achieved.

At the secondary level, significant progress has been made in a
number of respects. Overall enrollments have grown substantially, both
in absolute terms and as a percentage of the relevant age cohorts in the
population. Total secondary enrollments grew by nearly 45% between
1973/74 and 1978/79 alone,12 and during 1970/71 - 1978/79 the
percentage of eligible youths who were enrolled in secondary programs
rose from 28% to 382.13 Enrollments iLn technical secondary programs
increased faster than in general (academic) programs, and in 1978/79
accounted for 52% of secondary enrollments. About one-fourth of these

technical students were in industrial fields in 1976-77, and about 65%

10. CAPMAS, Statistical Yearbook. (Cairo, 1080), p. 166.

11. World Bank, "Third Education Project," p. 4.
12. See Table $-51, Statistical Supplement.

13. World Bank, op. cit., p. 4.
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of general secondary students concentrated in math and sciences.l4
Female enrollment rates in preparatory and secondary programs, as
in the primary grades, continue to be well below male rates. In 1978/79,
these rates were 427 and 28% respectively, compared with 70% and 46% for

1 . .
males. However, enrollments of young women tn these proyrams did
increase Faster than among males during the 1970's. Even during the six

years 1973/74 to 1978/79, the ratio of female to male students in these
programs rose from 51% initially in preparatory programs, and 49% in
secondary programs, to 58% at the end of the period at each level, with
. . . . . . 16
slightly higher proportional gains in the secondary technical schools.
In universities and higher technical institutes, the rate of

increase in enrollments was far greater than in any of the lower-level

75% in the six vears 1073/74 through 1978/79. As a fraction

programs, up
of the estimated college age population, enrollments rose from about 6
percent in 1970/71 to about i5 percent in 1078/79, 7Tn comparison, only
about 2.7 percent of Egvptian adults had received university and higher
17 . . . .
degrees by 1976 Relative gains of women occurred principally 1n the
teacher colleges, where the ratio of female to male students rose from
76% in 1973/74 to 91% in 1978/79. In other higher education programs,

e ey bt

4. World Banlk, "Second Education Project, Arab Republic of
Egwpt " Staff Appraisal Report No. 2112-EGT (#ashington, D.C., November
1€78), Annex 1, Table 1.3, p. 32.

15, Sece Table 1V-I.

16, Sce Table V-2,

7. 1976 Population and Housing Census, Table 10, p.143. See

Statistical Supplement, Table $-28.
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women's enrollments remained only slightly more than 40% of male rates
throughout the period, partly because both male and female enrollments
rose rapidly together.

The impact of rising educational enrollments will affect the labor
force only slowly. However, the extent of recent progress can be seen by
comparing the recent enroliment figures to data on educational
attainments for the population as a whole takea from the 1976 Census.
Table TV-3 reports the age distribution of individuals with maximum
educational attainments at each respective level. The data show that for
both men and women, 80% of all Egyptiaus who graduated from primary
schools and had some additional preparatory education by 1976 were no
more than 20 years old. Among preparatory graduates, 49% of males and
59% of females were 20 years old or less, and 80% were no more than 30.
At the level between preparatory and completion of university, again 80%
were only 30 years or younger. Finally, among university graduates, 53%
of males and 797 of females having earned university degrees before 1976
were still only 30 years or less at the time of the Census.

Thus, although a majority of Egyptians are still unable to read or
write, there a strong undercurrent of change in educational attainment
has been developing during the past decade. It remains to be seen what
impact these changes will have on income distribution and on econopmic
growth. This will depend on how education is used in the labor market,
and how equitable access is to job-related education and training. Some
evidence concerning educational attainments and employment, also from the

1976 Census, is considered following a review of recent progress in

vocational training.
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Table [V-3

PERCENTAGE AGE DISTRIBUTION OF FEMALES BY
LEVEL OF EDUCATIONAL ATTAINMENT, 1976

Age
Sex €0 11-20 21-30 31-40 41-50 >50 Unspecified Total
M 12 23 17 17 14 17 ¢0.5 100
F 12 22 20 18 14 15 <0.5 100
T 12 22 19 17 14 16 €0.5 100
M 31 14 16 15 13 Il £0.5 100
r 45 10 15 11 7 4 <0.5 100
T 15 16 15 14 11 0 <0.5 100
M 45 31 7 6 ) 4 <0.5 100
F 53 32 7 4 3 2 £0.5 100
T 48 32 7 6 5 3 <0.5 100
M 2 80 11 5 1 0.5 100
13 3 81 11 4 1 <0.5 100
T 2 80 11 5 1 1 £0.5 100
M - 49 28 12 5 5 £0.5 100
F - 59 26 Q 4 2 <0.5 100
T -— 52 28 11 5 4 ¢0.5 100
| -~ 10 49 21 6 5 0.5 100
F ~-- 29 51 15 3 2 £0.5 100
T - 29 50 19 5 4 £0.5 100
M -- aQ 44 26 12 8 £0.5 100
F - 24 55 15 4 2 €0.5 100
T - 13 46 24 10 7 <0.5 100
v 27 33 15 9 6 11 £0.5 100
F 24 27 15 10 8 16 €0.5 100
T 25 29 15 10 7 14 0.5 100
M 19 27 17 14 11 12 <0.5 100
F 18 26 |a 15 11 12 <0.5 100
T 18 16 18 14 11 12 £0.5 100

Source: Cilculated from 1976 Census, Table 10, p.143

(Statistical Supplement, Table $-28).
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Public Vocational Training Programs

In addition to these formal educational programs, there are a

large number of publicly funrded and operated training programs for
vocational skills. The majority are operated hy the Ministry of Industry
and Mineral Resources (MOIVR), and Ministry of Rezonstruction and New
Communities (MRNC), the Ministry of Education and the Ministry of Higher
In addition, training is offered in specialized arecas by

Education.

eight other ministries, including the Ministries of Agriculture, Tourism,
Health and Social Affairs.

The largest group of vocational training programs is run by the
Department of Productivity and Vocational Training (DPVT), in the
Ministry of Industry and Mineral Resources, which has 47 training centers
(including 10 located in incustrial firms, and one for instructors).
Through these centers, the DPVT provides training principally for public
enterprises in a wide variety of skill areas. There are three principal
types of training: (1) the "accelerated system," for training
semiskilled workers in programs lastings 16-24 weeks; (2) the upgradihg
system, for 11-22 week programs which prepare semiskilled workers for
skilled work; and (3) the apprenticeship system, which iuvolves 3-year
programs for skilled workers.

The apprenticeship programs are by far the largest of these
programs. Tn 1976/77, all apprenticeship programs combined had

. 18
enrollments totaling 16,4109, The number of graduates rose by 50%

——— e et s

18. Ministry of Tndustry and Mineral Resources, unpublished data.
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between 1970 and 1980, from 3,092 to 4,54%. These programs require an
adedeya (9th grade general preparat yry) certificate, and provide a
combination of classroom instruction and practical training on the job.
As late as 1978, by contrast, the accelerated training for semiskilled
workers graduated only 430, and the upgrading programs graduated only
27.1Q

Another large group of programs is in the construction trades,
provided by the Ministry of Reconstruction and New Communities. With
loans from the World Bank, these programs have been greatly expanded in
the past several years. However, since these training programs focus
exclusively on construction trades, they are of only tangential interest
for industrial training. Finally, the Ministry of Higher Education
operates two-ye¢ar, post-secondary technical programs which train
tachnicians in basic electrical and mechanical engineering, electronics,
drafting, and a variety of other laboratory and industrial technical
areas. 1In 1978/79, enrollments in the High Institutes of Industry
totaled 19,206.20 This was an increase of more than 50 7% from the
early 1970's,

The significance of these enrollment patterns for an employment
program and for industrial growth deperds both on current and future
relationships between educational attainments, labor force participation,
and employment opportunities. Some recent evidence of these linkages

——————

19, Data provided by U.S.A.T.D., presumably from Ministry of
Industry and Mineral Resources.

20. CAPMAS. Statistical Yearboolk (Cairo, 1080), p. 182.
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Table IV-4

PERCENTAGE DISTRIBUTION OF THE POPULATION 10 YEARS AND OLDER
BY EDUCATTIONAL ATTAINMENT AND LABOR FORCE STATUS, 1976

employed unemployed student house cannot unspecified

work work
Illiterate M 9] 2 - - 6 7
F 3 0 - 90 7 <0.5
T 36 2 - 56 6 < 0.5
Reads and M 65 2 29 -— 3 7
writes F 4 1 40 54 1 £0.5
T 19 1 70 8 1 1
Elementary M 28 68 ~-- 1 1
F 2 1 72 24 £0.5
T 19 1 70 8 1
Below M 25 2 71 - 0] £0.5
Intermediate F 5 £0.5 73 - 0 <0.5
T 18 1 73 9 0 £0.5
Intermediate M 56 11 249 -- 3 1
F 38 14 28 19 7 £0.5
T 50 12 29 6 2 1
Higher than
Intermediate M &6 11 - - 3 0]
and Below F 73 14 - 12 1 0
University T 8l 12 -- 5 2 0
University M 87 8 - -- 4 1
and Higher F 72 17 - 10 1 0
T 84 10 - 2 3 1
Unspecified M 64 19 - - 7 10
F 2 13 - - 8 £0.5
T 29 16 -- A 7 4
Total M 70 3 22 - 3 1
F 5 L 13 76 5 0
T 38 2 18 37 5 0

Source: Calculated from 1976 Census, Table 11, p. 145
(Statistical Supplement, Table 5-29).
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from the 1976 census is considered next.

Lducation and Enumerated Employment

While educational enrollments and attainments have risen in the
past decade, the majority of these increases have not yet been reflected
By looking at recent data on education and roles in

in the labor market.

the labor force, however, some important implications for education and
training policy emerge.

The 1976 Census provides the most recent and most complete picture
of relatiounships between education and employment, although it less than
ideal in both respects. First, the data provide a record of a labor
market which has changed dramatically since the Census. Secondly, it
seems clear from the work done and reviewed by Papanek and Thrahim for
this project, that the Census seriously under-reports and thus
misrepresents the economic activities of women in the economy.

Therefore, caution is required in interpreting these data. For example,
Table TV-4 shows the distribution of labor force status for men, women,
and the population as a whole, by level of educational attainment. These
data show dramatic differences between employment and alternative
economice roles between men and women. Among illiterates, 91% of males
are listed as employed, with most of the remainder who are able to work
listed 1n the unspecified categorv., For illiterate women, an equally
high proportion (90%) arce listed as doing housework, and thus considered

out of the work force. These numbers scem clearly incorrect, since most
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women cannot afford to remain out of the mainstream of economic life.
However, the data are interesting for what they do show: that women who
succeed in earning higher degrees also gain much more visible roles in
the economy. Among those with university and higher degrees, measured
labor force involvement is essentially as high as among wmen -- 89% vs.
05%. Tt is nearly as high for those who complete some university-! vel

or higher institute work, and is in general higher at each successive

educational level. However, the recorded unemployment rate is
correspondingly high. Unemployment of female university and higher
institute graduates was 17%, compared with 11% for males, and was 14% at
the preparatory level.

One explanation of the high unemployment rates is that the data
are somewhat artificial, since eligible graduates at these higher levels
commonly sign up for public sector employment and thus become listed as
unemployed.ZI Since they do not include the truly needy, who are
employed in extremely marginal activities and are unable to find good,
well-paying jobs. What makes these data interesting despite these
problems is that they indicate that women who advance in the educational
system also have a strong propensity to seeck employment in the formal
sector.

Among individuals who are in the labor force, and among enumerated
wage employees, illiteracy rates remain quite high for men, while a

substantially lower fraction of women in recorded employment are

21. In fact, over 95% of females and more than 00% of males

listed as unemployed in 1976 were new labor market eatrants with no prior
work experience. See Tabte $-29, Statistical Supplement.



Table (V=5

PERCENTAGE DISTRIBUTION OF EDUCATIONAL ATTATINMENT BY SEX
FOR WAGE EARNERS AND ENUMERATED LABOR FORCE

Working for Wages Labor Force
Education Male Femal e Total Male Female Total
literate 4a 30 47 54 11 52
Reads and Writes 26 8 24 26 25
Elementary 6 3 5 4 3 4
Higher than Primary &

Less than Preparatory 2 4 3 2 3 2
Preparatory a 4 3 2 3 2
Higher than Preparatory

& Less than University | b 2 1 3 1
University and Higher 6 16 7 4 14 5
hspeci fied 1 1 1 2 5 2
Total 100 100 100 100 100 100

Source: Calculated from 1976 Census, Table 11, p.145
(Statistical Supplement, Table §-29).

illiterate. Table V-5 summarizes these data. Among males recorded as
wage emplovees, 75% were either 1lliterate or only able to read and
write, For women vho wore counted in wage-earning positions, only 38%
were in these two lowest educational categories. These ratios are very
stmilar In the enumerated labor force as a whole, with 80% of men and
only 40% of women in the enumerated labor force either illiterate or only
marginally literate.

There are two quite different possible interpretations of these
data. The first is that labor force participation is a relatively new
phenomenon for women in Egypt, and that those who do not participate in
the cducational system also do not work., However, an alternative

interpretation is that educational requirements in formal sector jobs are



Table IV-6

PERCENTAGES OF EMPLOYED MALES AND FEMALES
HAVING ATTAINED AN PREPARATORY CERTIFICATE OR HIGHER DEGREE
BY SECTOR OF EMPLOYMENT, 1976

Sector Males Females Total
Agriculture l 3 1
Mining and Quarrying 18 46 20
Manufacturing 10 25 1]
Electricity, Gas and Water ) 32 87 36
Construction 7 59 7
Commerce, Restaurants and Hotels 6 22 8
Transportation, Storage and

Communication 11 78 13
Insurance and Other Services

(real services) 61 93 66
Social Services and Personal

Services 38 71 44

Source: Calculated from 1976 Census, Table 17, p. 174
(Statistical Supplement, Table S-36 and $-37).

simply higher for women than they are for men. Although women have
traditionally received less oducation than men, they are required to
obtain greater education to receive good jobs. The remainder are forced
into marginal roles in the economy. The evidence gathered in the course
of this project by Papanek and Ibrahim suggests that this latter
interpretation is the correct one; so do the interviews in the
construction labor markets of Cairo, which indicated that women receive
lower wage rates and in some cases work longer hours.

A review of cducational attainments by sector shows similar
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patterns in almost cvery case. Table IV-6 shows the percentages of males
and females counted as employed who have received a preparatory or higher
level degree by sector. Even in agriculture, the data indicate that a
larger percentage of women than men had completed at least an elementary
education. Without a single exception, larger percentages of females
than males in cvery sector had attained each higher level of education
from the Intermediate Certificate upward. In the economy as a whole,
only 13% of all workers, and 11% ¢f male workers, had completed
Tntermediate or higher leveis of education, while 47% of the enumerated
female workers had completed at least the Intermediate Certificate. 1In
manufacturing, 25% of employed females and only 10% of males had earned
Intermediate Certificates or higher degrees.

within the manufacturing sector, educational patterns in most
industries paralleled the pattern for the sector as a whole. Except in
spinning and weaving and in wood products and furniture, the percentage
of male employees who were illiterate or only marginally literate was
higher than that of women, while there -cere proportionately more women in
every higher educational category in all nine individual industrial

22
groups.

Thus, while women represented a relatively small percentage of the
total recorded work force in manufacturing in 1976 -~ only about 6.5% for
the sector, and less than 127 in every industry, women who were counted

among industrial workers were substantially wore cducated on average than

22. 1976 Census, Table 17, p. 174 (Statistical Supplement, Table
$-38 and $-39).
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their male counterparts in the work force.

A number of the important implications of these data for
industrial expansion, for increasing employment opportunities, and for
identifying education and training needs, are discussed at length in the
project report on women. However, from the prospective of educational
planning, two are paramount. First, relatively few women now at work in
the economy have received an education, and che higher average
educational attainments of those who are recorded as employed suggests a
form of discrimination which has serious distributional consequences.
Therefore, it is important to breal down these barriers to formal sector
employment , and assure that educational credentialism does not prevent

equally qualified educated women with less formal education from having

equal employment opportunities. Secondly, if educational skills are at

all useful in industrial jobs, then in the long run employment
opportunities will depend on raising educational attainments of a large

scgment of the adult population -- even if efforts to reduce barriers to

employment are successflul.

Sources of Tnaccuracy in Labor Market Forecasts

Problems and pitfalls in forecasting. The prevailing method of

forecasting employment relies nn the assumption that for narrowly defined
outputs, the skill or occupational composition of labor inputs remains
fixed. Once decailed output levels are forecast, employment estimates

can he derived using fixed occupation- or skill-output coef "icients then



. . . 23
summing across occupational categories.

These and other rigid assumptions required for employment
projections and forecasts often result in large prediction errors,
particularly when major economic changes occur -- such as the olil price
hikes of the early 1970s, or in a period of rapid development. Even in a
relatively stable economy, employment forecasts are generally inaccurate
at the local level, because the arrival or departure of a single large
employer can substantially alter the composition of tabor demand.

Forecasts of job openings are subject to additional errors, since

. . . 24 .
they require additional assumptions about turnover rates. Finally,
even if accurate estimates of the number of job openings in a particular
skill category could be obtained, these estimates would not be a very
good hasis for designing education and training programs. Employers

frequently fill jobs with experienced workers from related occupations
q ) [ )

25

rather than hiring new trainces.’ These kinds of errors in

forecasting the potential demand for trainces and graduates can lead to
sxpensive mistakes and waste in education and training programs.

Because of the current rapid pace of economic growth in Egypt,

23,  See Susan Hudson-Wilson, '"Labor Market Projections for
Education and Training," in Docringer and Vermeulen, Jobs and Training;
also see U.S. Department of Labor, Bureau of Labor Statistics,
Occupational Manpower and Training Needs, Bulletin 1824 (Washington,
D.C.: Government Printing Office, 1974), Appendix A: "Methods and
Assumptions for Projections of Manpower Requirements,"

24, Job openings are the sum of net new jobs plus replacement

demand due to turnover.

25, See Peter Doeringer and Michael Piore, Internal Labor Markets

and Manpower Analysis (Lexington, Massachuetts: D. €. Heath and Co.,
97T,
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projections based on past trends can be particularly misleading, even
using data which are current. Predictions are substantially less
reliable, particularly for specific skill categories, when they aro based
on data which are several years out of date. %hile major trends must be
identified and taken into account in planning trainiap opportunities,
discontinuities are more the rule than the exception, and detailed
forecasts are almost sure to be inaccurate.

Employer surveys are another resource for forecasting employment
and skill needs. Unlike projections which are based on past (fixed)
relationships between output and employment, employer surveys inquire
direcctly with a sample of firms concerning their investment plans and

anticipated skill requirements in the future. Generally, thesc are used

to supplement rather than to replace input-output (fixed coefficient)

forecasting wmodels. Because investment plans of individual emplovers

change, and only a very small proportion of employers can be sampled,

employment predictions from such surveys often are more inaccurate than
26 .

those based on aggregate data. However, in Egypt, they would be a

very useful data source for planning, if designed properly, because such

9
a large component of employment is in the public sector.

2h. The incorrectness of eostimates obtained from employer surveys
is well documented in a number of countries,

27. For a good discussion of problems with current survers, see
Mohawed Ao F. Moagi, Inventory and Estimates of Manpower Needs in the
Public Sectord, a4 Preliminary Study.(institute of Nastional Planning,
Cairo, 1975). Mongi concluded that it was impossibie to obtain adequate

estimates of future skill needs and potential shortages from employers.


http:sector.27
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The Ministry of Manpower and Vocational Training also periodically
analyzes shortages and surpluses of university and higher technical
institute graduates, classified by their fields of study. However. the
demand estimates are based on reports from only the public sector --
government ministries, governates, public organizations, public
authorities and public enterprises. De.nd is defined as the number of

graduates from particular faculties needed to fill identifiable vacant

posts, plus '"those needed over and above those for vacant posts and thus

requiring the existence of the extra wage funds." However, due to the

employment guarantees for graduates of higher education institutions,
“"demand” for workers in thegse categories has depended principally on the
number of graduates each year, and thus is an expression of the
willingness of bureaucratic agencies to expand, given the government

mandates to create employment. When a ministry indicates its demand for

a particular type of graduate (e.g. a law student), it is agreeing to
help fill a goverament employment quota. This is very different from
demand forecasts which wo 1ld be obtained if there were no hiring
requirement.

The supply forecasts are more reliable as estimates of total
national supply, since they consist of graduates who have signed up for
public sector employment with the Ministry of Manpower and Vocational
Training during the base period. This includes most graduates, since
even many who obtain private employment register to preserve their
opportunity for future government cmployment.

"Shortages' and "surpluses'" of graduates which are identified by
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the Ministry are very different from those of a competitive market. The
interdependence between ''demand' and the number of anticipated graduates
creates estimates which do not accurately reflect socliety-wide (or even
governmental) skill scarcities and educational needs. Other factorg
which limit the usefulness of these forecasts are (a) the omission of
private sector demands, and (b) the exclusive focus on graduates at the
university and higher institute level.

A third method of identifying skill shortages and surpluses is to
examine relative wage movements. When relative wages are rising in a
market environment, this signals either skill upgrading in the occupation
or relative scarcity. Such data are not an adequate basis for
forecasting, but often are satisfactory for monitoring current scarcities.

In Egypt, even relative wage movements have to be evaluated with
care. Differences between private and public sector wage structures and
distortions created by government employment guarantees and inflationary
wage policies, often cause market wages to differ significantly from
"shadow'" wages which reflect actual social scarcities.

The reliability of forecasts depends not only on economic
stability and continuity, but also on the accuracy and currency of data,
Planners can exercise much greater control over data quality than over
structural changes in the economy, of course, and good data can increase
the ability to anticipate such changes. In Egypt, the lack of adequate
data is perhaps the weakest link in human resource planning, and one

where relatively small investments in data could have an enormously

constructive impact.
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At present, the combination of insufficient labor market

information and rapid economic change makes detailed predictions about

skill requirements especially perilous. Program planners must be careful

not to establish training programs in response to two- or three-year old

employer needs. Employers generally cannnot walt so long to meet these

requirements, and often pursue alternative staffing strategies instead.

These include: doing their own training, switching to alternative

production methods, paying sufficiently high wage premiums to attract and

keep previously trained workers, or simply not making job-creating

. 28
investments at all,

Estimates of shortages and surpluses. Drawing on recent examples

of cach of these types of forecast, problems in using such projections as

a basis for detailed educational planning can he shown clearly. The

particular surveys reviewed here agree in some respects, but differ
sharply in others. Differences are due partly to geographic coverage,
timing, and the nature of the respective sample frames. However, they
also result from fundamentally different underlying assumptions.

A regional forecasting model for the Suez Canal Region, produced

in 1981, reports detailed occupational imbalances based on forecasts for

etttk

28. For a discussion of the cuplover training investments and
overall staffing strategies, see Bruce Vermeulen and Susan Hudson-Wilsgon,
"The Tmpact of Workplace Practices on Education and Training Policy," in
Doeringer and Vermculen, Jobs and Training, o;. cit., pp. 72-87.
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85 two-digit 150C occupntions.29 To develop the forecasts, assumptions
are required about changes in the underlying population (basic
demographic projections), and about relationships between output,
occupational employment, age and education. The assumptions, which are
necessary partly due to a lack of good data, include the following:

1. The relative distribution of the population across occupations
will continne to change in the future as it did between 1960
and 1976 (e.g., if there were 4,000 fishermen in a particular
governate in 1960 and 6,000 in 1976, this study determines a

compound growth rate in relation to population growth and uses
that to predict occupation-specific shifts in the future. )30

2. "Non-basic" employment -- includirg service, supply,
maintenance and administrative Jobs -~ will expand in
proportion to population growth This is assumed to be
synonymous with employment in government or in the informal
sector, which is about 70% of total urban employment.

3. The relationship between educational levels and occupational
choice will remain constant. Even with substantial technical
change, which is assumed unlikely, only university-level
occupiation-educaton relationships would be likely to

change. 32

4. Past increases in educational enrollments (linear trends
between 1960 and 1976) will continue unchanged, unless there
are major changes in public policy. Therefore, 63% of all
labor market entrants each year through 1990 will be eLther
tlliterate or only able to read and write,3

e — T VPN

29, Suez Canal Rvglon Human Resources Development Study, Final
Draft Report, Volume I11: "Socio-Economic Survey" (Engineering
Management Consultants study for the Ministry of Development and the
Ministry of Housing and Land Reclamation in cooperation with the United
Nations Development Programme, Cairo, January 1981),

30, Ihid., pp 154-155.

31, Ibid., p. 150.

——

32. Ibid. p. I5].

——

33, Ibid., p. 210.
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5. Labor force participation rates will increase faster between

1976 and 1990 than they did between 1960 and 1076. Governate-
specific estimates ol these increases differ, based on
differences in rural/urban and formal/iuformal mix, and in
unique activities (e.g. related to the ports and petroleum

industry).3%

“The assumptions are sensible in view of data limitations. The
report also stresses the nceed to develop a forecasting system which can
be updated frequently in light of additional data, assessments of prior
forecasts, and policy changes or other "extraneous'" factors. ilowever,
because ecconomic progress and shifts in public policy can alter
employment patterns and educational needs in unanticipated directions,
forecasts such as this must be used cautiously in planning education and
training programs. Broad indications of net demands for graduates at

virious educational levels are likely to be quite useful in allocating

educational funds in an appropriate balance among programs. However,
occupational forecasts, and assumptions about education-occupation
relationships, are likely to be increasingly inaccurate at more detailed
levels of analvsis, and as the time horizon of planning increases.

The most reliable of rhe report's findings, therefore, are likely
to be the aggregate estimates of surpluses and shortages by broad
educational level. The study predicts surpluses of illiterate workers,
and shortages of those only able to read and write. Surpluses of primary
and preparatory graduates are also predicted, with shortages of graduates
from secondary technical schools and middle institutes.

Even these aggregate estimates are subject to errors over time, of

34.  dbid., p. 164-165.
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course, and must be used carefully by planners. For example, increases
in educational attainments and in employers' educational requirements
often go hand in hand. As educational levels increase, employars raise
hiring requirements simply because they are able to obtain

35

better-educated workers more easily.

In the Ministry of Manpower and Vocational Training estimates, the
five faculties for which deficits of graduates are indicated during
1970-1975 are commerce, law, social service, art and political
sciencc.36 Faculties with recorded surpluses of graduates are
agricultural and cooperative institutes, and (by 1973-1974) sciences.
The projections for 1977-1980 show the largest deficits in commerce, the
next largest in law, and small deficits in political science, languages
and technical arts. Surpluses again are anticipated in agriculture,
sciences, arts, fine arts and social services. Despite the
incompleteness and artificiality of the demand measures used in these
projections, they do provide some insights into the relative
attrvactiveness in government for graduates with different types of
education. ‘The projected shortages of commerce and law graduates, and

surpluses of science graduates, are particularly noteworthy. These

35. The growing availability of workers with more education also
allows employers to make organizational and production changes. Such
changes 1n hiring requirements, and in the design of jobs, are well
documented in in the U.S. As educational attainments have risen over
time, so have hiring requirements. Conversely, standards have been
lowered and job tasks changed in periods of tightness in the labor
market, such as during the late 1960's,

36, Reported in Mongi, et al., op. cit., p. 170, Sce Statistical

Supplement, Table $-52.
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predictions are quite different from reported skill scarcities in the
private sector.

Data on relative wage movements, which often provide useful
signals of changes in relative scarcities, are too imcomplete for recent
years to be used as the basis for a detailed educational plan., Tt is
notable, however, that wage trends from the Middle East Advisory Group's
survevs suggest that accountants are relatively abundant, while the
forecasts based on government "demand" appear diametrically opposed. The
government forecast predicts severe shortages of commerce graduates, of
which accountants are a major component. However, the private sector
survey indicates that salaries for accountants in the survey sample were
not keeping up with inflation for most accountants, and were increasing
only moderately even for senior level aceountants,’

Finally, counts of respondents to recruitment ads can provide a
useful indication of relative skill shortages at existing wage rates. An
examination of regponses to advertisements (or positions in
telecommunications found excosses of applicants for clerk and operator
positions, sufficient number of applications in craft occupations,
serious shortages of engioncers, and -- particularly within the Cairo area
-- shortages of technicians.  The shortages of engincers and excess
supply of clerks as carly as 1976 and 1977, the years during which the ad
results were collected, are noteworthy., According to more recent

interviews, there has been additional tightening of markets for

37. See Chapter TILI, Table 1T7-11,
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engineers, technicians and skilled workers since then.

Another shortcoming of many of the forecasts is their narrow focus
on imbalances with respect to university and higher education graduates.
Most of the population in Egypt is struggling against poverty without the
advantage of education. The crucial importance of literacy training for
the majority of the population is considered next, along with other major
mismatches between available education and training programs, and the

skill requirements of most good jobs.

Planning Kducation and Training for Rapid Industrial Growth

The objectives of education and training, stated at the beginning
of this chapter, must be to meet both the present and future skill needs
of the cconomy for rapid industrial growth, and to promote equitable
access to good jobs. 1In meeting these goals, human resource planners
need to view the numerous components of the education and vocational
training system as a whole. Public policies and financial resources
neced to achieve these objectives through both public and private sector
programs. A strategy is needed which takes into account the weaknesses
of detailed labor market forecasts, and focuses a significant portion of
total public education and training resources on catalyzing private
initiatives.

To maximize the impact on job-related education and training, the
efforts of a number of governmental units will need to be coordinated.

Links also must be strengthened between public agencies and the public
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and private enterprises which they serve. The appropriate organizational
arrangements for these functions have becn discussed by other analysts,
and are beyond the scope of this report. However, thera are a number of

general guidelines which may be useful in planning and coordinating

education and training etforts.

1. Encouraging private training el(forts. Public policies,

subsidies, and programs should catalyze as much private training as
possible. Emplovers know best what skills they require, and on-the-job
training 1s the most cffective method of teaching many skills. Private,
profit-ortented employers and training institutions are likely to revise
training programs quickly to match changing needs in the course of rapid
industrial growth. If the recommended changes in managerial ilncentives
are implemented in the public entperprises, to reward profitability,
training programs within the public firws could be expected to respond
well also to changing skill requirements. By contrast, gcvernment-run
programs are more likely to become entroenched, bureaucratic, and oriented
toward self-perpetuation, rather than adapting to meet evolving training
neecds,

When markets are working well, a geaeral tenet of public cducation
and training policy should be to decentralize decision-making as much as
possible.  For private cuplaovers, and for public enterprise managers with
incrzased autonomy and incentives for prodactivity, this means leaving
training decistions in the hands of individual firms,  Public

encouragement and support for these private training etfforts should take

a number of forms, including: (a) support, when requested, in developing
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subsidies for training

@

training know-how and specific skill programs; (b)

programs which increase workers' mobility in ways which are beneficial to

the economy as a whole, but result in turnover which is costly to the

employers who provide this training; and (c) assistance with industrial

relations functions associated with training, and with the additional
supervisory and training which may be needed in conjunction with
labor-intensive technologies.

Most large firms alrecady have training experience. However, it
may be difficult, particularly for smaller firms, to learn about the

latest, most elfective instruction and motivation techniques. This is an

arca in which there are large economies of scale in identifying

"best-practice" teaching methods, and where government subsidize are

appropriate.
.

Introducing more up-to-date content and methnds into the 5-year

technical skill programs for vocational instructors would have a

particularly high impact per Pound of investment. In addition, teacher

training could be provided on an expanded scale for highly skilled and

expertenced workers, who could then work as tnstructors on a part-time or

ful l-time basis.

The eritical role of industrial relations support in the public
enterprises 1s discused in Chapters T and ITI, in conjunction with
proposals to alter both Tneentives and work assigaments. This type of

support is alse neceded more generally to encourage entreprencurs and

managers to select lahor-intensive technologies when these alternatives

are viable. Partly as a result of training deficieacies in this arca,
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there is a tendency to prefer the administrative simplicity associated

with machine-intensive production.

2 Providing public programs for general leraning and

e

transferable skills. An important objective of both education and public

vocational programs should be to prepare workers for flexible careers in
the labor market. For individual workers, this means providing broad
knowledge about the labor market, and a sufficiently solid educational
and vocational base to enhance long-term mobility. For employers,. it
means increasing workers' trainability and thereby reducing the costs to
enplovers ol providing whatever incremental, firm-specific skill training
is required. Background learning, general skills, motivation, and
attitudes all arce important attributes *y which employers gauge a
worker's trainability.

This does not mean that specific skill training should be avoided
in public programs. The massive current effort to overcome skill
shortages in the building trades is a good example of providing training
which teaches widely useful skills which are also quite specific.
Construction skills are highlv transferable geographically, among a
variety of types of constructtion, and among employers. The enormous
pxpansion of construction trade programs in the past several years is

also in keeping with the next recommended guideline.

3. Avoiding skill gaps and filling urgent skill needs. 1In

addition to providing programs which develop broad-based labor

competencies, a high priority for direct public training programs should
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be on skills where shortages cannot be met sufficiently rapidly by
private sector efforts, even with the help of public subsidies. As part
of a strategy to encourage labor-intensive investments, the government
should be prepared to provide focused skill training on an ad hoc basis
when such training removes a bottleneck to socially profitable employment
creation. 1In the United States, where localities compete vigorously to
attract employment~generating investments in new plants, a number of
states have been very successful partly as a result of guaranteeing these
companies a trained work force. By tailoring training to the specialized
needs of potential investors, they have reduced overall investment costs
sufficiently to make location in their state more profitable.38 While
this experience may not be completely transferable to Egypt, it suggests
that the potential impact of such customized training programs and
subsidies should be considered, to determine whether or not they are
likely to cxpand employment opportunities in a cost-effective way.

In addition to filling general skill needs, and meeting more
specialized needs as they arise, public programs can provide a vital
catalyst for long-range employment growth by training in advance of
anticipated needs. This is the most difficult area for planners, because
there is a danger of training workers who are then unable to find jobs

———— e a

38, North Carolina and Florida are among the mogt active states
in this regard. They have worked actively with both foreign firm, and
U.S. firms considering relocation in the South, to provide training as
well as other tax incentives. The chief state voeational education
administrators in these two states are convinced that these relatively
small public investments hgve generated tens of millinos of dollarsg in
additional investments, together with large numbers of jobs,


http:profitable.38
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utilizing their training. However, a well-trained work force is a great
attraction to local and international investors. and can be a decisive
factor in investment choices. Therefore, public training programs should
include skills which are in keeping with long-range plans for industrial
» jobs is unlikely to

growth, where skill training in preparation for these

be forthcoming from the private sector.

These decisions about how to divide responsibilities lor education
ands trainings between individual employers (both public and private) and
government-run programs will be crucial in shaping industrial growth both

currently and in the future.

4. Increasing equality in training and employment opportunities.

Beyond its role in assuring that skill bottlenecks do not stifle
labor-intensive industrial growth, the government can correct inequities
by promoting equal opportunities for training and employment. Because
wiages are the sole source of income for most Egyptians, problems of
poverty and income inequality are inextricably intertwined with
tnequality in the labor market. Short-term expediency and long-range
cquity concerns often are in conflict, and public policy can play the
mediating role between these objectives to assure equitable job access
and income-carning opportunitics.

In Egvpt, these efforts need to focus at three levels: (a)
completing national efforts to make universal primary ceducation a reality
for both male and female children, in rural areas as well as in cities;

(b) cxtending remedial literacy and basic education to a much greater

proportion of adults, both wale and female; and (¢) reducing
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certification requirements for access to both vocational skill training
and jobs.

In most industrial jobs, rud.mentary literacy is valuable. 1In
public enterprises and in many private sector firms, it 1s required.
while many jobs can be performed without being able to read, it is likely
to be one of the strongest determinants of differences in individual
earnings in the future. The employment ferecast for the Suez Canal
Region discussed above, for example, predicts growing surpluses of
illiterate workers, and growing shortages of those who can read and write
only.

Therefore, the single most important measure the government can
take to bolster income earning opportunities in the long run Is to assure
that all Egyptian youths have at least this rudimentary preparation.
Meanwhile, even if public education successfully reaches all primary age
children, and reduces the disproportionately high dropout rates of girls,
the large majority of Egyptians who have already entered the labor market
with little or no education will face increasing marginalization and
poverty as educated yvounger workers push them out of viable employment.
Men are likely to continue having a variety of manual and craft
employment opportunities despite iliiteracy, but illiterate women are
already being displaced as a result of increased educational requirements
in formal sector jobs. Therefore, it is equally important to revise
hiring standards whenever possible to eliminate unnecessary hiring
sereens.  Women have been particularly hard hit by higher degree

requirements in industrial firms. The requircnent of an adedeya degree
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is now common, e¢ven in jobs where manual dexterity rather than literacy

is needed to work productively. Employers may require the preparatory
degree simply because there is a surplus of better-educated job
applicants. However, imposing formal educational certification

if these requirements are not related to

requirements is discriminatory

job performance. Thig form of discrimination falls most heavily on
less—educated adult women, and reduces their ability contribute to

national economic growth and to family income.

Education and Training Prioritics

In the discussion of current skill shortages and surpluses, and of
education and training programs in Chapter IV above, it was argued that
the existing allocation of public ~ducation and training resources places
excessive emphasis on university education at the expense of stronger
basic educaton programs at the primary and preparatory levels. This
misallocation, as well as the insufficiency of vocational skill
development programs, are widely recognized problems in the current
educational system. The Covernment of Egypt, in conjunction with
international funding agencies, ineluding the World Bank and the U.S.
A.1.D., are planning (or have already initiated) programs to provide
stronger and more widely available programs in primary and preparatory
geoneral education, and in vocational education and training. As these

programs are more fully specified and tmplemented, a nuomber of factors

will be important in determining their contribution to humin resource
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development for industrial growth.

The recommendations which follow focus on several education and
training targets which are particularly important for industrial growth:
(1) strengthening the curricula for primary and preparatory education,
and broadening access for youth to these programs, to make universal
primary education an attractive reality; (2) providing remedial literacy
and basic education programs for adults; (3) strengthening relationships
between academic and vocational programs at the secondary level; (4)
providing skill-specific vocational training programs; and (5) regaining
high quality in university programs while limiting the growth of

enrol lments.

1. Making compulsory education an attractive reality. To

increase initial enrollments in primary schools, and to reduce dropoutsg
prior to completion, primary education programs need to be both more
accessible and more practical. Although attendance in primary schools
wis made compulsory by presidential decree, and although educational
facilities have been increased substantially in the interim, universal-
primary education is still far from a reality. Thig is particularly true
in rural areas, where dropouts often occur carly, either for financial
reasons or because primary education is perceived as being irrelevant.
There may be other reasons as well for the high degree of dropouts. If
Egvpt is to succeced in cxtending primary education to virtually all young
Egyptians, it is important to determine the nature and extent of cach of

these deterrents to enrollment, and to provide offsetting incentives., TIf

children are being kept out of sdchool to work, it may be approrpraite to
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provide some alternative financial assistance [or the poorest families
with children in school. This would be equivalent to hiring the children
of these families to "work'" as students, and would be appropriate in
cases where the family's immediate financial needs force decisions which
are not in the long-run interests of cither those children or of Egyptian
society. If transportation costs are a key constraint, these costs could
also be subsidized.

On the other hand, if children are kept out of school because
their parents view the school curriculum as irrelevant, other less costly
measures way be taken to increase enrollment rates. The simplest would
be merely to overrule parental judgments, and vigorously enforce the
legal compulsion for attendance. However, it is both pcessible and more
sensible to modify the curriculum to fit the needs of rural children and
other children who are likely to join the work force at an early age.

Because it is unlikely that a large fractioun of Egyptians will
remain in the educational system heyond the preparatory level, students
should be expoged to basic problem solving, analytical and measurements
techniques, and a wide variety of concrete and practical applicatons by
the time they obtain the preparatory (adedeya) certificate. Experiments
with alternative modes of learning have shown that individual children in
the United States differ in their abilities to learn by these various
methods, A majority of students learn theoretical concepts more
effectively through applications. As a precursor to curriculum redesign,

studies of donminant learning modes among Egyptian children are needed to

determine the most efficient ways to teach children what they need to
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lknow to be successful in the labor market.

2 Remedial basic education for adults. There is also a need to

Lo

provide basic literacy and computational skills to adults. Although
education costs for adults are higher with respect to foregone income,
and lifetime returns may be considerably less because of a shorter
post-training working life, net benefits for adults a« well as children
are likely to be strongly positive. Otherwise, these workers will be
increasingly marginalized over time, as the pool of younger,
more—-educated workers grows. 1t is necessary to recognize the difficulty
of remediating illiteracy in adults, and to provide incentives such as
job advancements, raises, etc.. Tt may be appropriate to provide time
off work, or to pay adults for time spent in literacy classes after
regular working hours. An informational media campaign may be useful in

motivating adults to enrol! in these programs.

3. Linking academic and vocational programs at the secondary

level., In addition to strengthening the educational base of the work
force, by expanding coverage of primary and preparatory educational
programs, the education and training system must also seek to meet the
vocational skill requirements of an expanding industrial sector more
effectively., Two types of vocational education and training programs are
needed for this purpose: a large-scale, school-based set of programs
which teach generic, highly transferable job skills; and more specialized
skill programs which are targetted at specific jobs (and perhaps specific

firms). The latter programs might take place either in separate
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¢lassroom facilities, or as on-the-job apprenticeships and other training
within the job context.

School-based vocational and technical programs need to be

integrated at least partially with the general academic programs at the
secondary level. The current separation of these programs creates some
stigma for vocational education, preventing students in the general
academic curriculum from gaining marketable vocational skills, and
vocational students from receiving satisfying acadehic skill training.
Thus, most students who complete secondary school and pass the entrance
examinations continue their education at the university level. If the
secondary curriculum included a broader range of general skills needed in
the labor market, a number of these students might be induced to seek
productive employment immediately rather than waiting to complete a
university degree. During a period when the economy will be needing
increasing numbers of semi-skilled and technically trained workers for
industry, it is important to equip students for the labor market early so
that they will have viable options if they drop out of school.
Similarly, it may be appropriate for some vocational students to transfer
into more sophisticated techical arecas requiring at least some university
level studies. Thus, vocational students should be exposed to at least a
small set of core academic courses.

In short, a greater degree of correspondence between general
academic and vocational curricula at the secondary level could prepare
academic students for ecarly entry into the labor market , and open higher

level educational options for vocational students.
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4., Expanding skill training for industrial vocations. Most

school-basged skill training programs teach entry-level workers. Now a
project to expand skill upgrading programs is being planned. To assure
that these programs will be cost~effective, decisions need to be made for
each skil!l of the extent to which training should be publicly subsidized,
the appropriate balance of on-the-job training vs. formal classroom
instruction, and the relative advantages of training at separate centers

vs. training within the employing firms. These issues are discussed in

greater length in Chapter IV.

5. Strengthening university programs. There appears to be a

concensus in Egypt that the universities are overcrowded now, and that
job guarantees for graduates have been an key factor in encouraging the
dramacic increase in enrollents. As the number of general secondary
graduates has increased, so has the percentage who go on to the
universities. This ratio rose from ahout 66% in the late 1960's to
approximately 75% by 1975-76, and has continued to rise since then.
These increases have been so large that they have diluted the quality of
programs. (lasses have become so large that in some cases additional
private sessions are held for paying students who wish supplemental
instruction in smaller classes. TIn short, the policies of the past have
been so successful in increasing university enrollments that new policies
are now needed to shift the balance back in favor of strengthening

programs at lower levels, and making these programs broadly available to

most Egyptians.
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Each of these education and training objectives could be met with
sufficiently good planning and unlimited funds. lowever, with major
constraints on the overall amounbt of resource which can be committed to
education and training, it is essential to plan all of these programs
jointly to assure an optimal allocation of the total educational budget.
This requires carefully structuring the incentives associated with each
program, to induce private initiatives which are aligned with these

education and training objectives.



APPENDTX A: EMPLOYMENT

Gustav Papanek

There is controversy about Egyptian employment statistics for the
past. Projections for the future always have a large margin of error.
The data and projections in the employment paper are designed only to
provide orders of magnitude and may well be wrong. This appendix
provides the sources and assumptions necessary to appraise whether

they paint a picture that is reasonably accurate.

Push or Pull--Employment in Agriculture, in the

Informal Sector and for Women:

[t is well known that open unemployment is very low in low-income
countries. The poor are rarely unemployed. They lack the savings
necessary to survive without income and therefore take whatever work
will feed them that day. Therefore if jobs do not exist in the organized
sector-~-the part of the economy which gencrally pays a fixed wage (more
rigorously defined as work whose marginal product equals the wage)--
they will crowd into agriculture or the informal sector (where the
labor income is related to the average product and exceeds the 'social marginal
product). So if few jobs are created in the orgunized sector, the
result will not only be somewhat more open unemployment, but also
more men, and above all more women, who are in low income, low (or
zero marginal) productivity activities in agriculture, in the informal
sector (petty trade, some services) and--in the case of women--in the
home.

A consequence of inadequate jobs inthe formal sector is stagnant
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wages and unchanging (female) participation rates and thercfore stugnant
incomes for the poor. The projections in table 2, therefore assume,

in their "optimistic" and "intermediate' variants, that the aim of

policy is a continuation of the tight labor market of the late 1970's,

to assure that real wages will continue to rise throughout the economy

and that female participation in the organized labor force will continue

to increase. In the '"pessimistic" variant it is assumed that the situation
of the late 1970's with respect to agriculture will be reversed: with

no decline in the number of agricultural workers. Alsc there would be no

increase in the proportion of women in the orgunized labor force.

There would be two unfortunate consequences of this scenario:

a) Egypt would not use fully one of its most abundant resourccs,
its labor force, and would therefore make less progress in dealing
with other ecconomic issues (e.g., the Balance of Payments) .

b) Real wages and (female) participation rates in the formal sector
are likely to stagnate, and with them the income of the poor. The result
will be greater income disvarities.

In short, the "pessimistic" scenarios assume a less efficient
and less equitable economy than the alternative forecasts, and should
therefore not be acceptable. Rather, policies need to assure that
enough jobs are created to achieve the equity and growth implied in the
two alternative scenarios. This requires a labor-intensive industrialza-

tion strategy, and the rising labor incomes it can bring.



Labor Force Developments and Forecast:

There is a great deal of uncertainty, and even controversy, about
labor force data, since different sources are not in agreement (e.g.
Census and Labor Force Sample Surveys) and for some crucial variables
there is almost no good, up-to-date information (e.g. migration).
The estimates below are drawn largely from the Labor Force Sample
Surveys (LFSS), the only current source.

Following the outline of table 2, specific estimates are as
follows: (all figures rounded to the nearest 5,000 in table 2)

la) Males Employed in Egypt: Actual figures from LFSS. The

forecast assumes a 2.9% increase in the male labor force. This is

the Plan estimate and was also the USAID projection (based on 1976
population data from the Census; projected using age-specific death
rates, but assuming they continue to decline at the past rate; applied
to 1975 participation rates).

The labor torce includes those employed in Egypt plus unemployed
(totaling 9.245 million in 1979) and should include Egyptians in other
countries. On the assumption that 1.4 million workers are abroad (see
below) and that 90% are men, that gives a total 1979 male Labor Force in
Egypt and abroad of 10.5 million, increasing at 2.9% or 305,000 a ycar.

By the mid-1980's a 2.9% growth rate, on a larger base, will mean
an annual increase of 350,000 men.  The number to be employed in lLigypt
is 350,000 minus Y0% of projected migrants (the other 10% are assumed

to be females) and minus the projected unemployed.
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‘Table A-1%*

Males in the Labor Force, 1979-85

Total Increase Annual Increase--1985

1979 1979 Intermediate Pessimistic Optimistic
Employed in Egypt 8,928 110 345 445 210
Migrants 1,260 130 0 -90 135
Unemployed 305 _65 _10 10 _10
Labor Force 10,493 305 355 355 355

*Note:

The sources for all tables are

1b)

Females employed in Egypt:

The fi

discussed in the text.

gures here exclude all

females employed in "agriculture' or "unspecified'" activities, because
y g

the data for those sectors are so unreliable as

to be meaningless.

Consider the changes in the 1975 to 1979 LFSS:

rural

or less are working in agriculture.

Table A:g

Female Workers in Agriculture and Unspecified
Categories, 1975-1979 (000)

1975 1977 1978 1979
1) Agriculture 102 127 91 44
2) Unspecified 41 0 143 51
3) 1 plus 2 143 127 234 95

It is simply unbelievable that out of some 8 million females in

areas between the ages of 6 and 65 (not handicapped) only 1%

[t 1s s1

milarly inconceivable

that the numbers working in agriculture should drop to one third
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between 1977 and 1979 or that the totals for "epriculture" and "unspecified"
should nearly double between 1977 and 1978 and then drop to less than half
by 1979. 1In fact, a detailed study has shown that 50-80% of rural women

are working in various agricultural activities, confirming that in this
respect the LFSS is not reliable.1

The data for female workers in other sectors do not show the same er-
ratic fluctuations. Instead, most show a stable and steady increase over
the years (table A-3). The significant exceptions are "services" and "in-
surance and finance" which drop in 1978, the year when the "unspecified"
category was re-introduced. It is likely that a number of workers were
(incorrectly) placed in the "unspecified" category in that year. A compari-
son between 1977 and 1979 may therefore be more accurate (details in table
A-8, attached).

[f one uses data for sectors where statistics are somewhat more reli-
able, one finds a 4.87 rate of growth in female employment in the 1970's
and a 7.8% rate of growth in the more rezent (1975-79) period when job
apportunities were more readily available.

The increasing female rarticipation in the non-agricultural labor
forces is also indicated by the increasing numbers reported as "unemployed,"
that is, seeking work. The rate of increase was 14% in the 1975-79 period.
That large numberz of women are seeking regular employment outside agricul-
ture is also shown by the interview data in another report. It indicates

that even at the minimum wage plus a small production bonus, as many as 13

l ; . . .
Khairy H. Aboul Scoud and Flor: Farraq, "The role of women and youth in
rural development', Cairo, 1979 (mimeo).

2 A . , . - . . ;
See Hanna Papanek and Barbara Tbrahim, "Economic participation of Egyplian
women:; Implications for labor force creation and industrial policy."



Ab

Table A-3

Employed and Unemployed Females, 1971 to 1979
Excluding '"Agriculture' and "Unspecified" (000)

Annual Compound rate
of % change
1971 1975 1977 1979 | 71-75 75-79 71-79

Manufacturing 67 66 69 87 0.0 7.2 3.3

[§9]

Trade, services, etc. 306 339 429 455 .6 7.6 5.0

Total (excluding 373 405 495 542 2.1 7.6 4.8
Agriculture and
Unspecified)

Unemployed 35 84 86 124 24.0 14.0 19.0

Source: LFSS

Table A-4

Females in the Labor Force, 1979-1985
Excluding Agriculture and Unspecified (000)

Total in Increase Annual Increase--1985
1979 in 1979 | Intermediate Pessimistic  Optimistic
Employed in (542) 41 75 60 80
Egypt
Migrants (net) (140) 15 0 -10 15
Unemployed (153) 21 20 35 0

Labor Force (835) 77 95 85 95




women applied fcr every available job, even when only unmarried females
with some education were considered.

Increasaed 2mployment for women, as the companion report points out, is
not only desired by a large number of women, it is also important to improve
the income of the poorest families. It may also contribute to a slower rate
of population growth and it (s crucial to keep Egyptian industry competitive
in the world market.

A reasonable assumption for all these reasons would be that female
participation in the non-agricultural labor force grows at a somewhat slower
rate than in 1975-79, because of a larger base. Combining the increase in
employed and unemployed women, the 1975-79 growth rate of non-agricultural
jobs held by females was 8.87 a year.

At that rate of increase, the number of women in the (non-agricultural)
labor force would be about one million in 1985. A 7.5% increase in that
year would add 75,000 women to the labor force. Depending on assumptions
about unemployment and migration, one obtains the number of new jobs re-
quired. If job opportunities and wages stagnate, fewer women will enter
the organized labor force, and vice versa with rising opportunities and
wages. This is reflected in the alternative projections.

le) Migrants: The Census of 1976 showed 1,423,000 Egyptians abroad
and Choucri ct.al.‘J estimated that one million of these were in the labor
force. Tf one then acecepts that migration continued at a rapid pace {or

the next two years, an estimate of a steck of 1.4 million workers in 1979

3 , . o . . . ) :
Nazli Choucri, R. Eckhaus, A. Mohie Eldin, "Miaration and employment in
the construction sector,”" MIT - Cairo University.
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is not too inconsistent with the Ministry of Manpower estimate of 1.39
million for 1978, given by Amr Mohie El Din.4 The assnmption that 907% of
migrant workers are male and only 10% female is pure conjecture, but may
not be completely unreasonable, given the limited range of jobs women can
hold in the recelving countries and the importance of all-male construction
labor for the migrants.

The 1979 estimate of migration was constructed as follows: assume that
the male labor force increases by 2.9% a year; subtract estimated (from
LFSS) increases in domestic employment and unemployment; the residual is
male migration; add 11%Z on the assumption that female workers (not depen-
dents) are 10% of the migrant labor force.

Projections are difficult. 1In early 1981 it might have been reasonable
to expect that the recipient oil exporters would absorb additional migrants
as a result of the increase in their (oi1l) revenues in 1979-80 and the
consequent expansion of their development programs. But there are several
reasons for expecting the opposite -- a decline in the total number of
Egyptian migrant workers:

i) Many of the workers are employed on investment projects and parti-
cularly on relatively labor-intensive construction. As infrastructure
projects and industrial plants are completed, fewer workers will be required
for operaticn than for construction. There is some evidence that the

construction boom is slowing as many needed infrastructure projects are

o

5
completed,

7/,

*NDr. Amr Mohie Eldin, "External migration of Egyptian labour,'" ILO Employ-
ment Mission, September 1980 (mimeo).

-

5 . . Vo
See Alan Richards and P.L. Martin, "The laissez-faire approach to Interna-
tional labor mipration: the case of the Arab Middle Easct," in Economic
Development and Cultural Change (forthcoming).
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i1) It is highly likely that the rate of increase in real income of
the oil producers will be less in the 1980's than it was in the 1970's, The
transfer of income from oil exporters increased in the 1970's from roughly
3130 billion to $400 billion (in contrast to the 1980 prices). As a result
of higher real prices there has been a decline in demand for energy, a
shift to energy sources other than oil and an increased supply of oil. It
is difficult to believe that a further tripling of real oil income will
occur. As the expansion of the oil importing economies slows down, so will
their need for additional migrants. The substantial decline in real oil
prices and in quantities consumed in 1981/82 has already come to an end
(in May 1982), but it will be months at least before real revenue from oil
again reaches the absolute level of 1980/81.

i1i) The process of diversifying the sources of migrant labor, for
political and economic reasons, began to gather momentum in the late 1970's.
Various Asian countries have hegun to become significant suppliers of
labor, reducing the proportion drawn from the Arab world. Egypt's political
relations are no longer an assct in the placement of migrants.

Lv) All recipient countries are mechanizing and some are training
their own workers to reduce dependence on migrant labor.

Taking account of the reasons for expecting a continued net outflow of
migrants and for the beginning of a reverse flow, one can assume three
alternative scenarios:

4)  The optimistic assumption would be for a continued outflow on the
order of magnitude estimated for 1979.

b)  An intermediate assumption would be no net outflow, with emigra-

tion roughly equal to return mipratiou.
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¢) 4 pessimistic assumption would be that there is a net return to

Egypt of, say, 100,000 workers a year.

1d) Unemployed: There are a variety of estimates for unemployment.
The one used here is from LFSS which also shows roughly one third of the un-
employment as female. The increase in recorded unemployment averaged 16%
in the 1975-79 period. The same 167 increases applied to a higher base in
1985 would mean that there would be an additional 95,000 unemployed that
year, rounded to 100,000 for the pessimistic projection. At that rate
there would be about one million of openly unemployed in 1985, surely an
undesirable and unacceptable situation. We have therefore assumed in all
three projections that the increase in open unemployment in the mid-1980's
would be limited to the growth rate i1n the labor force; that is, the rate

of unemployment will not change.

le) Total Labor Force: The optimistic and intermediate projections

for increase in the total labor force of 445,000 a year are quite consis-
tent with the Plan estimate of 457,000. The pessimistic projection has a
lower increase in total labor force because it assumes a subsvantially

lower increasc in female employment. That, of course, would have unfor-

tunate consequences for the incomes of the poorer groups.

2) Additional Employment Required in Egypt (see table 2): This is the

-

addition of lines la) aund 1b) for male and female employment in Egypt.

3) Sources of Additional Fmployment:

3a)  Agriculture:  Since that data for female employment in agriculture
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could not be used (see above) one needs to analyze trends in male employ-
ment separately. There was an 8% decline in total male workers in agricul-
ture from 1975 to 1979, or alwost 2% a year. This decline followed on

stagnation in the reported male agriculture labor force during the early

1970's.
Table A-5

Male Employment in Agriculture (000)

1971 1975 1977 1979

4,322 4,322 4,063 3,958

Source: LFSS

Note: 1971 rather than 1970 figures are used through-
out because 1970 data seem to be inconsistent with those for subsequent
years, e.g.: from 1970 to 1971, male labor and total labor in manufacturing
both decline by 15%, construction labor increases 239%, male agricultural
labor by 9%. Insurance and finance show zero labor in 1970. The 1971
data are more consistent with those for later years (see table A-8, attached).

As discussed earlier, it is quite likely that the situation in

agriculture could be reversed if there were no attractive employment oppor-
tunites outside the agricultural sector. In that case, rather than losing
workers, the sector would be forced to absorb additional workers. But
that would probably result also in stagnant or declining real labor income
(wages), and an increasing gap between rich and poor. An industrialization
strategy designced to be employment-orjented, to raise the income of the
poor should therefore be designed to absorb enough workers so (male) agri-
cultural employment will continue to fall at a slightly higher rate than

in the past. That is the optimistic projection. 1t would be quite pessi-

mistic to assume that no further workers leave agriculture, because no
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better employment alternatives are available. An intermediate prcjection
is for a lower rate of decline on a higher base.

Is it reasonable to argue for a further decline in the agricultural
labor force, despite the current concern among some observers about labor
"shortages?'" Undoubtedly, some cultivators have lacked labor at prevailing
wages and with prevailing technology. But in fact the agriculture sector
still has "excess' labor, in the sense that it would be desirable for
Egypt's overall development to continue reducing the labor force in agri-
culture:

a)  Farm management data suggest that even in 1978 the average number
of days worked per year is 150, During the peak month, 25 days per month
are needed.6 Real wages rise because labur is far from perfectly mobile.
Many workers are family members on small farms who will not take wage
labor off the farm a prevalling agricultural wage rates. These data
suggest that with time for adjustment, including cropping pattern changes
to reduce seasonal peaks, in response to higher wages, there remains a
good deal of surplus labor, since 150 days a year is far from full-time
work,

b) Egypt has a higher ratio of agricultural population per uait of
crop area (687) than such land-poor, high-population density countries as
Bangladesh (660), India (244), Pakistan (204) or Indonesia (456).7 There

are no labor shortages in these countries; on the contrary, they are

6 . . . , )
Amr Mohie El Din, "Rural cmployment problems in Egypt," (unpublished)
September 1979, Cairo University.,

7

FAO, Production Yearhook, 1970,
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generally considered labor surplus.

Both ratios suggest that the shortage perceived in Egyptian agricul-
ture may be a temporary phenomenon, due to a lag in adjustment to a
somewhat less ample supply of excess labor overall, segmented labor mar-
kets, and regional/seasonal shortages that will diminish when both
workers and employers have adjusted to the new situation.

c) The perceived shortage and higher wages have led to an expansion
in tractors used, to an officially estimated 25,000. This is likely to
have a ratchet effect: once tractors are used and some workers know how
to operate them, both workers and farmers will be reluctant to return to
low-wage hand labor.

OQver time, if good jobs are available in non-agricultural activities
in Egypt, laber use in the rural areas should adjust to labor availabilities,
Some families and some family members will move out of agriculture, oper-
ating units per family will become larger, labor use will decline and
machinery use increase. Egypt will move to a ratio between cultivable
land and labor that is characteristic of neighboring countries and its
level of per capita income, not the ratio characteristic of such poorer
countries as Bangladesh. The desirable consequence will be higher labor
incomes in agriculture.

The projections of table 2 assume that it is desirable for the
agricultural labor force to continue to decline at a slow (2% per year)

rate,

3b) Construction: Construction employment has been increasing at

16.5% a year in 1975-79. 1t is unlikely that this pace will continue,



Al4

since it was on a low base and as a vesule of a very .capid expansion of
investment. In fact between 1974 and 1979 the amount of investment in
constant prices more than doubled. The race of investment as a

percent of GNP has been at 30% or more during this period. The 1979
rate was already high by the standards of other countries, so a

further increose in the rate of investment is most unlikely. 1n fact,
if Egypt were to invest at the same rate as other countries with its per
capita income the rate would decline to 20 to 25%. It the rate of investment
stays unchanged, then the absolute amount of investment will rise with

the National Product, say at 8% a year, and one can assume that

construction will rncrease at the same rate,

Since the real wages of construction workers ave reported to have
lnercased between 1975 and 1979 there is bound to be some substitution
of capital for labor. An intermediate projection therefore could be
that construction labor will increase by 6% a yecar, the actual rate
between 1971 and 1275, An optimistic projection would assume no
substitution avainst lavor, a higher growth rate of construction and an
increase ot 10% in construction labor. A pessimistic projection, of
slower growth in construction and substantial substitution against
labor, could rvesult in o prowth rate of 4% in construction labor.

(bven lower growth is plaasible, but it should be remembered that the
pessimistic projection has a substantial veturn flow of labor from

other countries, which will keep real wages stagnant g,
sctb Tourism: Most studies of Epypt's tourism potential assume
in the hotel, and

that cach hotel voom will venerate two jobs dirvectly,

two indirectly, outside.  Other assumptions arenot sutficiently different



to result in significuntly changed labor force projections. In 1980
there were an estimated 17,000 tourist hotel rooms. There were 1,15
million tourists who visited Epypt, a 19% 1ncrease over 1979 (but only
a4 16% increase since 1970).8 A report by a German consulting firm
projected 1.75 million tourists in 1985, and a 20% growth rate a year.
The lower figure would represent a 52% increasce over 1980 and would
presumably require a 50% increase in hotel rooms, the latter 20%

a year growth, a 150% increase in rooms. A 50% increase, or $,900 hotel
rooms is taken as the intermediate forecast, generating 15,000 jobs.
The 150% increase, with 100,000 jobs is the optimistic projection, and
a 10% increasce is the pessimistic one. These 5 year figures when

annualized and rounded yiceld the results for table 2.

3d} Government:  ‘lhe TLO report estimates government employment,
including military and paramilitary forces,at about 2.5 million in
1979, 1t also includes the very approximate guess that one million
of thesce are "abnormal' or excessive. Presumably it would be highly

desirable for the excess number of workers in government to be gradually

absorbed into more productive activitices. [If this is to be accomplished
in 10 years, it would require absorbing 100,000 workers a year. If the
estimate is too great, it would mean that the excess is absorbed more

quickly, surely desirvable; it the estimate is too small, the process of
absorption is likely to take longer, since it would be very difficult

to absorb more than 100,000 a ycear.

Unclassified. June 9, 1981 report by American Embassy.
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However, government employment would normally neced to increase
more rapidly than the population to provide for rising government
services (e.g.: in education). A 4% increase in government cmployment
would equal 100,000 workers. Of course, much of the increase should
be in professional and technical positions, many of the redundancies
are probablv in clerical jobs. This has implications for training and
hiring, but the projections are concerned with numbers only.

The assumed "normal" increase would just equal the projected
absorption of the excess. Therefore the intermediate and optimistic
projections would be for no net change in government employment, as the

natural and desirable increase gradually absorbs redundant workers.

The pessimisrtic assumption is that net government employment continues to
increase, but at 2% a year, with no absorption of redundant personncl.
Even the pessimistic projection does not assume a continuation of the
3.3% rate of growth of government employment which scems to have occurred
in 1975-79, on the assumption this would be too costly for the Egyptian

economy.

3e) Trade, Service, Transport, Other: The remaining sectors

(other than manutacturing) can be amalgamated, after subtracting tourism

and government, bccause cmployment in them is largely derived: produc-

tive jobs are created as a result of the growth of other scctors. As

more goods are producced by the commodity producing sectors, the number
of workers in trade and transport usually rises somewhat more thuan

proportionally.  imilariy, as income increases the demand for services
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grows, also somewhat more than proportionately. {The income elasticity
of both trade and services is greater than one).

However, cuployment in these scctors will grow more rapidly thun
income only if there was no surplus labor originally. Usually trade,
services (and agriculture) are sectors with substantial work- and
income-sharing at low labor income (sec section on wages for a discussion).
When employment is then created at more satisfiactory wages in other
sectors, cmployment in trade and scrvices (and some traditional forms
of transport) may increase very slowly. That is exactly what appears

to have happened in Egypt.

Tublc_ﬁ:é

Employment 1n Trade, Services, Transport, Finance, Electricity
and Unclassified {000)

Total Government Tourism 1-(2+3)

(1) (2) (3) {4)
14975 3,298 2,145 45 1,100
1979 3,560 2,500 70 1,000

Sources: (1) LFSS, (2) Sce above, extrapolated from 1978 to 1979,
{3) Sce above.

Note:  Some of the civilian government officials are probably
counted in sectors other than those covered by table 6 (e.g.: agricul-
turc). Military personnel appear to be assigned to their scctor of
prior occupation, if they are not new entrants into the labor force.
For both reasons, toth coluong (1) and () are uanderstated.

But the relevant variable here is the change between 1975 and 1979.
Iherefore, the crror does not matter much: i corrected tor, it would
inerease the numbers of workers in Irvade, Services, cte. but decrease
the numbers i Avricultare, Construction, ete. and leave the overall
change between 1975 and 1979 essentially mnatfected.

Apparcntly no additional Tabor was absorbed by trade, scervices,

ete. between 1975 and 1979 once povernment and tourism are excluded,
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These sectors actually scem to have employed fewer people in 1979 than
1n 1975, Nevertheless there probably still is excess labor in some
activities in these sectors. Casual observation of shoe shiners,
lottery ticket sellers, sidewalk peddlers, porters, and so on suggests
that they would prefer to do more work than they are able to obtain.
(That is, they would like to increase their turnover). More concretely,
there still are very low labor incomes in services and considerable
demand for regular employment outside the informal sector, especially
on the part of women (see sect ion on wages and paper on women)

On the other hand the growth in the economy and especially the assumed
accelerated growth in industry, will create productive jobs in transport,
finance, trade and such services as repairing and advertising as well
a5 some services to CONSUmErTs.

The intermediate and optimistic assumptions provide for a reversal
of apparent recent trends and the net creation of productive jobs in these
sectors. The pessimistic projection also provides for an increase in jobs,
but these most probably would be of the make-work variety, in work-sharing,

low productivity activities.

3f) Required Employment in Manufacturing (and Mining): When one

subracts employment created in other scctors(3a-3c) from the additional

employment required in Lgypt (2), one obtains the employment required

to be created in manufucturing (all projected).
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4) Investment Required in Manufacturing: The pessimistic pro-

jection assumes that the ratio between employment und investment which
seems to have prevailed in the past will continue in the future. This

was estimated at LE 9,250 of investment for each job in 1975 prices? Adjust-
ing by the GDP deflator one obtains LE 15,500 at 1979 prices. Although
this projection is based on Egypt's actual experience it is labeled
"pessimistic" because: (1) it simply is not feusible with the

resources likely to be available and (ii) a number ot steps have alrcady
been taken that encourage investment in more labor intensive activities.
Yet without further steps this could be a realistic, although grim,
scendrio, The 1979 rate of investment was about LE 4,000 million and
recently about one-quarter of investment has gone to manufacturing. If
investment rises by 8% a year with the National Product (unchunged invest-
ment ratios) it would reach LE 6,300 million in 1985. One quarter of this
would provide roughly 100,000 jobs with present investment patterns. Other
entrants to the labor force could not find productive emplovment, but

would have to be absorbed into low productivity government, agriculture,

trade and services. The consequences would be stagnant or declining wages,

Fmployment Oriented Strategy

while the East Asian countries are utterly different from Egypt
in many respects, the techniques of production in labor intensive
irdustrices <o not differ all that much amonyg countries. Hong Kong with
one-tenth the population of FEgypt and a much smaller domestic market in

1976 emplcyed nearly 900,000 workers in industry, only 30" fewer than

9 . , , L
Economic Studies Unit, Ministry of Economy, '"Recent Developments

in the Epyptian bLconomy,' Jarnary 198].
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i 10
in Egyvprt.

Some 60-90% of the workers in labor intensive industries
were unskilled, 5-10% semi-skilled.

Nominal wages were HK$18.77 for unskilled males per day, equal to
Us$d. Egyptian wages, taken from another section ot this report were
the equivalent of $2 for all workers in industry. But for private

firms in the yarn and clotl. sector for 1977 the wage bill divided

by the total number of all workers (including managers, skilled workers,

technicians) comes to LE247 a year (including bonuses) or less than I.E1

a day. Productien (blue collar) workers generally receive less tharn 90"

of average wages for all workers, and unskilled workers received less. Workers

in the informal sector and women received even lower wages than hlu collar
workers in industry. So the per day wage in Egypt was less than one-
fourth that in low wage Hong Kong.

The Wernev report gives the following figures for labor costs per

imit of output in the textile industry (in US$):

Egypt: 0.112 West Germany: 0.767

France: 0.310 usa: 0.275
The importance of proximity to the market is discussed by D.
\lorawetz in his study of the Colombian garment industryl! He finds

that tastes or fashions change rapidly. Visits between producers and
buy:rs are therefore important. They are quicker and cheaper between

Colombia and the JS than Fast Asia and the US. Shipment of finished garments

10 A1 data on fong Kong calculated from S.C. Chow and G.F. Papanek
"Laissez-Faire, Growth and Equity: Hong Kong" Economic Journal, June 1981,

11 See David Movawetz '"Why the Emperor's New Clothes are not made in Columbia,™

B

World Bank Starf Working Puper 368.
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from Fast Asia takes much longer. They are shipped by sea to the U.S. at
about the same cost as shipping parments from nearby Cold v ia by air. As
a result it was possible in the case of Colombia to postpone by a month a
decision on what to produce that wouid appeal to the U.5. market that sea-
son. The locational advantage helped Colombia to expand its garment ex-
ports from $2 million to $83 million when the foreign exchange rate was
favorable for exports. When the exchanve rate was not favorable, proximity
did not provide a sufficient advantage and exports dropped by two-thirds.
Egypt can similarly benefit from its proximity to the Huropean market.

Data for female education and employment are shown in a companion
paper. Various studies show a gradual shift in Japan from industries which
are intensive in unskilled labor, to more capital and skill intensive
activities. The other four Asian countries have followea the same pattern.
Oberrvers were as pessimistic about the future of industry in Korea, Taiwan,
Hony Kong and Singapore when they started industrial development as many
now are about Egypt. Changes in policies made the difference 1n Asia;
there is no compelling reason cto believe that changes in policies would
not have the same cffect in Egypt.

Unfortunately, we do not have any data for Egypt on labor intensity
of Jdifferent industries as it should be measured: the contribucion of
labor, as contrasted with capital, to value added. There are no reasonable
data available to us on the capital stock.

Labor intensity is measured in various ways in table 6, all of them
unsatisfactory. Since input and ou put prices are often government-deter-
mined, . ofits can be quite low in enterprises using a great deal of capital

(capital intensive). 5o the wapges/profit ratio, usually the best index of

labor intensitv, is of dubious reliability.



Arnother indicator is output per person, but this too is flawed, since
a high ratio can equally well mean low labor intensity (large output
for each worker) or low value added per unit of output (i.e. large

material inputs per unit of output). But in some cases both indexes

give the same result.

TABLE A-7

Various Measures of Labor Intensity

Output/ Output/ Wages/
wor ker wages profits
(LE 000)
Textiles, garments, shoes - 1.7 7.1 0.63
private firms
Textiles, garments, shoes - 2.1 4.8 0.44
public firms
Machinery - private firms 2.7 8.6 0.38
Machinery - public firms 2.2 7.6 0.38
Basic metals - public firms 5.0 7.2 0.68
Food, drink, tobacco - 8.4 19.3 0.28
public firms
Chemicals, petroleum - 89.0 18.4 0.06
public firms

Source: CAPMAS, "Quarterly Industrial Production, 1977".

The data in Table A-7 are consistent with results from
other countries: labor intensive industries employ two to four times as
many workers per unit of investment or value added as the capital inten-

cive industries.
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Sources: LFSS for different yecars
Notes: 1) Agriculture, hunting, fishing
2) Manufacturing plus mining, quarrying - in the LFSS these
are two ctagories, but some mining activities appear to be included
in manufacturing in any age
3) Construction
4) Trade, resturants, hotels

5) Transports, communications, storage; plus electricity, gas, water

6) Services; plus insurance, finance



TABLE A- 8
Employment by Economic Activity and Sex
(Ages 12-64: LFSS definitions)
(in thousands)

1970 1971 1974 1975 1977 1979
1) Agriculture-total 4,109 4,470 4,198 4,424 4,190 4,002
Male (3,981) (4,322) (4,097) (4,322) (4,063)(3,958)
Female (127) (147) (101) (102) (127) (44)
2 Manufacture, mining 1,242 1,057 1,375 1,500 1,575 1,555
Male (1,155) (907) (1,305) (1,242) (1,304)(1,4067)
Female (87) (67) (70) (67) (69) (88)
5) Comstruction 57 s 33 ur 530 449
Male (54) (190) (229) (243) (329) (442)
Female (3) (3) (3) (4) (5) (6)
9 trade o1 97 1,01 a1 915 918
Male (068) (743) (982) (794) (869) (862)
Female (49) (55) (49) (47) (46) (57)
5) Trensport, Elect. 559 a9 27 66 480 554
Male (548) (339) (423) (448) (459) (531)
Female (12) (10) (14) (17) (21) (23)
o) Services, fimance | 1,53 1,352 1,547 1,64l 1,906 1,957
Male (1,102) (1,111) (1,287) (1,371) (1,548)(1,569)
Female (232) (238) (260) (270) (357) (369)
7 Unspecified s s a7 w05 - C s0
Male (22) (36) (39) (63) -- (100)
female (6) (18) (7) (41) -- (51)
Total 8,044 8,255 8,867 9,031 9,198 9,565
Male (7,530) (7,715) (8,362) (8,483) (6,572)(8,9-8)

Female (515) (538) {505) (548) (626} (637)



APPENDIX B: WAGES

Bruce Vermeulen

This appendix provides additional information concerning two
aspects of the wage data upon which Chapter [IT is based: (a)
interviews conducted in casual! hiring markets in the Cairo area and at
construction sites; and (b) survey data concerning compensation

practices of foreign firms in Egypt.

Interviews in the Market for Construction Labor

To obtain current information about wage levels and skill
shortages in the construction sector, interviews were conducted in June
1681 in two of the casual labor markets in Cairo, and at several
construction sites. Interviewees included ltabor brolers, contractors,
and workers at these sites.

Daily wages ranged from 1.5 Egvptian Pounds per day to 6 Pounds
per day. Juveniles earn between 1.5 and 2.25 Pounds per day, and
students working during their summer vacation usually earn approximitely
2 Pounds per day. Wages for women are reportedly between 2 and 3 Pounds
pur day in Imbaba, and between 2.5 and 3 Pounds per day in Matariya.
Assistants to hignly skilled workers eain about 3 Pounds per day, while

wages for s¥illed workers mostly range between 4 and 6 Pounds daily

Bl
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(occasionally as high as 10 Pounds per day). A person ecarning 6 Pounds

or more per day is generally either highly skilled or doing very heavy

work. Wages are reportedly highly differentiated among tasks, with

premiums paid both for special skills and for the degree of risk

involved. For example, workers on the fourth floor of a new building

receive more per day than those on the second floor.
Tn both hiring markets, wages were said to be 50-60% higher than

last year. For example, semi-skilled assistants who earned 2 Pounds in

1980 now earn 3 Pounds per day. The work day is generally 8 hours with

an hour break for lunch. Most workers work six days per week, but soume

also worl 3-4 hours on Fridays,

Current construction wages, like agricultural wages, are strongly
seasnnal. Interviews in the TImbaba and Matariya hiring markets produced
ostimites that the available labor supply in urbaa construction markets
declines 20-35% Jduring the peak of the summer harvest, causing wages to

increase by up to 40 or 60 percent. Declines in available labor during

the summer were attributed to the heat as well as to the harvests.
Workers are usually hired for at least one week, and often for as

much as several months. There are shorter jobs, but these are less

frequent. A subset of the jobs which are filled in these two casual
labor markets are available to women as well as men. The proportion of
women hired in these market is apparently quite small, however. 1In
instances work

Matariva, one lahor broker suggesled that women i some

[onger hours but receive less pay, because they tend to have less

physical stamina and do not become skilled workers.
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Markets for construction workers in Cairo seem to clear fairly
well at existing wage rates. In both markets where interviews were
conducted, the strong seasonality of both labor supply and wage rates was
emphasized by the labor brokers., VYet, in the Matariva market, there were
substantial numbers of workers who had not been hired by Il a.m. on the
interview day. In Imbaba, which is located much closer to the center of
Cairo, fewer workers remained without jobs by late morning. In both
markets, labor brokers indicated that there were always sufticient
workers available at current wage rates. On the other haad, many of the
workers had not been back to their rural homes for more than two years,
because of abundance of uv?jlublu work. Most workers came [rom outside
Cairo and live with relatives, with other workers in shared apartments,
or on the work sites. There seem to be neither major shortages nor
surpluses of laborers at current wage rates.

Interviews were also conducted at several construction sites
operated by two contractors, and produced results in keeping with those
obtained in the two casual hired markets. The contractors each had a
foreman who went bv truck directly to several villages in the Fayoum area
whenever he needed additional workers. Workers intorviews ranged from 19
to 78 years old, and had worked for the employer from between 3 months
and 2 years. Datly wages ranged from 2.75 Pounds to 5 Pounds, depending
on skills and experience. Most of the work force was from Fayoum, and
for more than two-thirds this was the first job in Cairo. The majority
of workers were recruited directly in their villages by a foreman

emploved by the contractor.  The second most comnon source of recruils
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wis through emplovee refervals of friends and retatives.  The remainder
of the worlk force —-- the most skilled workers, and the concrete workers
hired for tteir strength (from Zena) -~ were hired in the Tmbaba labor
market 1in Cairo.

Nearly all workers interviewed at construction sites lived at the
work site. A few shared apartments with other workers, at a cost of
botween 2 and 4 Pounds per worker each month. They worked 26-28 days per

month, and wmost went home once or twice a month, Transportation costs

round trip to and from Fayoum ranged between 3 and 5 Pounds,

None of the workers interviewed had worked less *han three monthsg
or more than two vears for the caployer.  Beginning wages lor unskilled
workers were 2 Pounds during a brief orientation period, with rapid
increases to 2.75 or 3 Poumds daily for unskilled jobs. The modal wage
For unskilled manual jobs such as carrying dirt, digging holes, clean-up,
handing out tools, mixing concrete and helping skilled workers in a
variety of ways, was 3 Pounds per Jday. The average age of workers in
these jobs was just over 21 vears.

Semi-stilled workers carned between 3.25 and 3.5 Pounds per day,

and were of similar ages.  They tended to have substantially more

experience on average. Most had worked between one and two years for the

contractor. Starting vages [or these workers had been 1.75 Pounds in
10 749,
The highest-paid regular workers at the construction site were

skilled brick layers and concrete workers, who carned 4 to 5 Pounds

daily. Their average age was 26 vears, and they had been working in the
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Cairo construction industry for | 1/2 years. Their jobs tend to be for
relatively short periods == 5 or 6 months at most -- and all have worked
for other employers. The concrete workers, physically powerful wen from
Zena, earned the highest wage becouse ol the extraordinary physical
stamina required for their jobs,

Other specialized skills required by the contractor are
sel f~employed subcontractors, paid by the job rather than on a daily or
weellly basis., Finishing carpenters, for example, can make over 20 Pounds
per day, according to the contractor. Rates for carpenters have not
risen in more than a vear, however.

When asked about opportunities to work abroad, only 1/3 of the
workers interviewed knew that wages abroad were higher. These were
primarily the more skilled workers hired from the Cairo labor markets.
None knew of actual employment opportunities for their skills abroad,
though one worker was actively seeking work in Saudi Arabia through a
friend wio is there currently,

Construction wiages are apparently highly responsive to market
shifts in supply and demand, and are essentially at market clearing
levels most of the time. Recruiting in the rural areas, and the
relatively easy access of farge numbers of rural workers to Cairo,
prevent market barriers between agricultural and construction work, and

help to link the two wage series closely together.
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Wage Surveys in Multinational Firms: [977-1980

Due to a lack of official wage data beyond 1977, current evidence
concerning money, real and relative wage levels for skill and

occupational categories has to be pieced together from various sources.

One such source is the Survey of Personnel Policies and Salary Levels in

K t, which has been conducted by the Middle East Advisory Croup every

igvpt,
six months beginning in June 1977. A small one-period survey conducted
by the Institute of National Planning, and a study for the telephone
company (ARETO), were also drawn on for informaiion concerning relative
wiages in 1977 and 1970 respectively.

By far the most systematic and detailed wage data available are
from the Middle East Advisory Group wage surveys. The surveys from 19078

forward contain detailed information concerning base salary, bonuses and

overtime, allowances, and other compensation (inclauding insurance) for

individual jobs in each firm included in the survey. Firms are coded to

preserve confidentiality, while permitting comparisons of [irm-specific
wage distributions and tracking of wages over time in individual firms.
The survevs have two weaknesses for the purpose of estimating
cconomy-wide wage trends, however: the sample is highly atypical and the
companies included in the sample have changed substantiallv in each
survev vear,  The sample incudes only survey subscribers, which have
been primarily firms which arc partially or wholly foreign-owned, with
heavy representation of petroleuam firms and (in early survey) hanks,

Jage- and benefits in these companies tend to be well above typical
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private sector rates.

There is so much turnover of firms in the sample that there are
few job titles and individual jobs which can be traced throughout the
entire four survey years within a consistenc sample of tirms., Instead,
wage indices must be developed by calculating money and real wage changes
for a selection of job titles for cach pair of sample years, then
converting to a tour-year index. For this procedure to be reliable,
Firms in the sample must be adjusting wages in every six~-month period in
a similar manner.  Otherwise, the results are very sensitive to
compositional changes in the sample. Despite these caveats concerning
the peculiaritics of the sample and the relatively high wage rates paid
for all skills, relative changes in skill-specific wage diflferentials are
likely to reflect reasonably well changing patterns of relative scarcity
in the broader vconomy. Viewed frow this perspective, the indices
computed from the surveys ard reported in Table | tell a plausib'= story.

Despite the shortcomings of this sample, the results are
intreresting ic several respects. They show a steady increase in real
base salartes for most of the selected blue cotlar and white collar jobs
in the surveyed firms.  Base salaries for white collar workers rose by

X7
©

117 in real terms over the three vears, avnd by 247 for blue collar
workers, White collar increases were largest in 1978-1970 while blue
coltar salaries rose most sharply in the fol lowing vear.

Another intercsting change in the wage and salary structure which

is apparent in the MEAG survey data is thoe cxpansion of overtime pay,

allowances. and other conponents of compensat ion (principally insurance)
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in relation to base salary increases. (See Table $-4, Statistical
Supplement.) Unfortunately, comparable data for the lahor force as a

whole are not availtable., Based on a number of informal conversations, 1Lt

seems probable that the same pattern of change has occurred in the public
enterpriscs. In the smaller (private) establishments, overtime is an
important component of pay, but supplemental allowances and ilnsurance
tend to be relatively small portions of total compensation.

These differences in the strucrture of overall compensation are
tmvortant to document and analyze systematically. Base wage comparisons
mav mask major shifts in relative compensation among workers who recelve
substantially different amounts of other paywents and benefits. This

seems to be particularly important in comparisons of the public and

private sectors.
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Table §-1: AVERAGE DATLY WAGE RATE I[N AGRTCULTURE, 1951 1980

NDailv Money Wage Rural Cost-of-Living Dailv Real Wage
Year  (current Piasters) Tndex (1978 = 100) (1978 Piasters)
1a5] 12.60 21.20 54,731
1052 12.00 23.40 51.28
1as53 12.00 23.00 50.42
1054 .00 24 .90 36,36
1955 7.60 26.00 20,213
1056 10.00 30.20 1311
1057 10,01 20,497 36.47
1958 11.86 20,73 3a .80
1054 12.80 20,50 413,13¢
1960 12,50 20,80 41.95
10617 12.30 31.70 38.88
1062 14.00 32.40 43.21
1007 15.00 33.30 45.04
19n¢ 16,00 38.70 49,10
10/5 22,00 45.90 47.913
1966 25.00 41.40 60.30
1067 24.50 42,40 57.78
1968 24.50 44,10 55.56
1040 25.50 47.40 53.80
1970 25.00 51.00 49,02
1671 25.50 51.30 40,71
1072 27.50 54.20 50.74
1073 298,20 58.40 50.00
1074 12.20 62.75 51.30
1075 45.55 70.40 64.70
19076 50.00 82.10 72.84
1077 74.55 a2.60 an.51
1078 86.35 100.00 86.35
laza 106.70 107.30 aa 44
1680 126.20 114.00 109,84

Money wage data for 1951-1974 are from Samir Radwan, Agrarian
Reform and Rural Povertv, p.3l. Data for 1975-1978 are based on
Bert Hansen, Samir Radwan et al., Emplovment Opportunities and
Poverty in a Changing Economy; Egypt in the 1980s: A Labour
Market Approach, first draft (Genceva: International Labour
0ffice, '980). Their wage index is reconverted to a daily

rate. For [970-1980  data are from Ministry of Agriculture
(simple average of monthly rates for full year in 1979, and for

Source:

January=-June in 1980},



Table §-2

Average Weekly Wage in Total Manufacturing--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 348 389 431 475 506 560 571 676 794
Female 234 271 302 327 343 385 396 513 54
Total 341 383 423 466 496 550 560 665 777
Private Male 286 263 300 438 344 433 477 603 810
Female 151 170 183 298 210 318 326 451 426
Total 22y 256 290 426 331 424 461 588 764
Total Male 326 363 401 468 476 543 553 663 797
Female 220 246 269 320 308 366 375 498 503
Total 318 356 392 458 465 524 541 651 774

2. White Collar

Fublic Male 811 783 854 850 922 905 937 1095 1240
Female 487 517 525 518 586 611 648 684 918
Total 783 754 810 803 877 e67 900 1040 1194
Private Male 708* 862 987 986 1039 1068 1077 986 1313
Female 493 587 736 692 694 676 754 793 949
Total 688 841 956 953 996 1002 1019 961 1261
Total Male 798 793 872 863 932 923 952 1084 1247
Female 488 523 551 531 595 620 664 694 928
Total 771 765 830 817 887 882 914 1032 1201

All Emplovees

Public Male 433 446 503 539 581 626 641 755 977
Female 299 331 371 393 427 467 482 569 673
Total 423 437 493 528 561 615 631 739 861
Private Male 288 319 369 485 405 498 542 655 360
Female 193 207 262 342 265 390 404 500 504
Total 280 307 359 472 391 488 526 631 S16
Total Male 406 421 475 529 552 602 624 737 874
FFemale 275 305 346 383 393 449 462 555 629
Total 596 413 465 515 531 591 611 729 852

CAPMAS, Survey of Employment, Earnings and Hours of Wo
Table 1 (annual volumes).

Source:




Tahle Tible
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~ Average Weekly Real Wage in Total Manufacturing--
Public and Private Sector by Sex (1978 Piasters)

1. Blue Collar

Public Male
Female
Total

Private Male
Female
Total

Total Male

Female
Total

2. White Collar

Public Male
Female
Total

Private Male
Female
Total

Total Male

Female
Total

All Emplovees

Public Male
Female
Total

Private Male
Female
Totral

Total Male
Female
Total

1966 1968 1971 1972 1973 1974 1975 1976 1977
740 794 798 848 872 966 816 835 882
498 553 559 584 591 664 566 633 601
726 782 783 832 855 948 800 821 863
502 537 556 782 593 747 681 744 900
321 347 339 532 362 548 466 557 473
487 522 537 761 571 731 659 726 849
694 741 743 836 821 936 790 819 886
468 502 498 571 531 631 536 615 559
677 727 726 818 802 903 773 804 860

1726 1598 1581 1518 1590 1560 1339 1352 1378

1036 1055 972 925 1010 1053 926 844 1020

1666 1539 1500 1434 1512 1495 1286 1284 1327

1506 1759 1828 1761 1791 1841 1539 1217 1459

1049 1198 1363 1236 1197 1166 1077 979 1054

1464 1716 1770 1702 1717 1728 1456 1186 1401

1698 1618 1615 1541 1607 1591 1363 1338 1386

1038 1067 1020 948 1026 1069 949 857 1031

1640 1561 1537 1459 1529 1521 1306 1274 1334
921 910 4931 9¢2 1002 1079 916 932 974
63b 676 087 702 736 805 689 702 748
900 892 913 9473 967 1060 901 912 957
613 643 683 866 698 859 774 809 Y56
411 422 485 611 457 672 577 617 560
596 627 665 845 674 841 751 779 907
864 859 880 945 952 1038 891 910 971
585 622 641 634, 678 174 660 685 099
843 843 861 925 916 1019 873 900 947

Calcutared from CAPMAS, Survey of Emplovment, Wages and lours of Work,

Table

|

gannual

volrnes) .

‘Sce statistical Supplement. Table 5-2.



Table S~4

COMPONENTS OF LLABOR COMPENSATION
I[N SELECTED PRIVATE SKECTOR FIRMS, 1978-1980

(Percentages of Total Remuneration)

June 78 Dec 78 June 79 Dec 79 June 80 Dec RO

Base Salary

Managers A7 73 AR 64 56 58
Pr- [essionals 67 68 71 65 a4 64
Skilled clerical 68 75 68 6h 64 65
Skilled technical 04 47 49 48 b4 49
Seml skilled clerical A2 A3 61 59 58 57
Semi skilled technical 51 44 48 47 413 41
Unskilled 41 39 48 46 44 41
Bonuses
Managers 11 9 8 11 9 7
Professionals 9 7 ) 7 8 7
Skilled clerical 7 8 7 7 7 7
Skilled technical 10 17 12 11 7 7
Semi skilled clerical 10 9 6 8 3 7
Semi skilled technical 11 11 5 8 7 7
Unskilled 12 10 A 14 8 7
Overtime
Managers 1 -- -= -- -- -
Professionals 1 2 2 1 4 3
Skilled clerical 3 2 4 4 5 4
Skilled technical 7 5 5 4 12 11
Semi skilled clerical 4 5 ) 8 7 6
Semi skilled technical 11 8 8 13 12 11
Unskilled 7 a 12 10 11 12
Allowances
Managers - - 3 5 11 11
Professionals -— - 4 4 7 A
Skilled clerical - -— 3 4 5 5
Skilled technical - -- 5 4 8 7
Semi skilled clerical - - 5 3 4 4
Semi skilled technical - -— 3 2 6 5
Unskilled - - 2 4 5 4
Other Compensation
Managers 21 18 20 20 24 24
Professionals 23 23 17 23 17 20
Skilled clerical 21 15 18 19 19 20
Skilled technical 20 31 24 24 24 2h
Semi skilled clerical 24 23 24 22 24 25
Semi skilled technical 27 37 36 30 32 34
Unskilled 40 43 32 26 3] 16

Source: Middle East Advisory Group, Survev of Personnel Policies and
Salary levels in Egvpt (Nos. 3-8)




Table S-5

Average Weekly Wage in Food Production--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 l97f

1. Blue Collar

Public Male 271 370 407 448 490 492 536 61l
Female 193 255 230 312 174 382 369 467
Total 265 362 394 441 485 485 523 605
Private Male 228 320 419 346 471 519 710 813
Female 133 153 300 186 334 352 360 3do
Total 221 310 412 335 421 504 687 778
Total Male 258 251 411 416 483 501 593 688
Female 175 220 250 272 355 268 366 409
Total 252 342 400 407 477 491 576 671

2. White Collar

Public Male 671 773 783 884 801 900 948 1089
Female 396 467 487 513 590 576 682 714
Total 651 735 747 830 775 861 910 1031
Private Male 455 544 500 496 758 686 739 369
Female 253 393 365 332 627 591 573 507
Total 435 533 494 488 735 670 730 843
Total Male 622 724 749 835 792 864 918 1052
Female 356 458 482 504 601 580 676 695
Total 601 694 719 795 766 828 887 1008

All Emplovees

Public Male 351 457 490 545 559 589 630 725
Female 236 328 317 405 478 45y 484 583

Total 343 446 475 535 554 579 616 715

Private Male 262 344 425 358 504 537 713 818
Female 157 184 304 195 418 397 376 305

Total 254 334 418 347 497 522 691 784

Total Male 326 418 472 492 541 573 654 757
Female 213 288 314 350 454 435 460 505

Total 318 408 460 482 335 561 637 731

Preliminary

Source:  CAPMAS, Survev of Employment, Farnings and Hours of Work, Table 1

(annual volumes).



Table S-6

Average Weekly Wage in Spinning and Weaving--
Public and Private fector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 323 375 399 475 493 546 561 662 755
Female 238 268 293 320 352 361 415 514 519
Total 316 368 393 465 484 535 549 651 736
Private Male 212 213 237 475 295 357 393 469 969
Female 145 153 167 330 189 325 262 435 548
Total 203 206 227 453 279 353 375 463 849
Total Male 310 354 378 475 471 523 538 644 781
Female 221 242 258 322 312 353 380 497 472
Total 302 346 369 464 459 511 524 631 751

2. White Collar

Public Male 756 757 823 787 973 823 909 1100 1168
Female 483 497 527 530 573 574 621 683 714
Total 736 734 789 755 920 795 873 1050 1111
Private Male 511 684 734 740 1041 785 862 960 1113
Female 386 333 360 360 573 498 554 537 584
Total 559 658 690 692 974 732 821 902 1017
Total Male 747 753 819 785 975 822 906 1096 1166
Female 479 489 518 523 573 568 616 677 717
Total 7.8 729 784 753 922 791 870 1045 1107

3. All Employees

Public Male 394 416 455 515 552 587 608 725 810
Female 274 302 347 369 403 415 459 550 559
Total 384 408 448 504 541 575 595 710 788
Private Male 237 235 262 487 325 381 422 495 974
Female 153 158 175 331 201 340 280 439 457
Total 226 337 250 464 306 376 403 485 857
Total Male 373 394 432 512 529 564 584 705 829
Female 255 273 308 361 361 40] 423 530 510
Total 367 385 422 500 515 551 570 689 797
Source: CAPMAS, Survey of Employment, Carnings and Hours of Work,

Table 1, (annual volumes).



Table S-7

Average Weekly Wage in Printing, Publishing & Related Products--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 341 341 425 496 455 505 530 486 653
Female  -- 574 325 400 300 333 338 600 669
Total 341 342 425 496 454 505 528 486 653

Private Male 335 466 480 504 523 654 670 740 953
Female 283 887 256 220 173 247 732 410 547
Total 335 467 478 503 521 646 670 7137 946

Total Male 337 431 474 502 512 603 645 659 874
Female 283 828 262 235 202 249 642 415 571
Total 337 431 473 501 511 598 645 658 869

2. White Collar

Public Male 868 675 803 790 772 1080 873 Y18 899
Female 582 496 813 586 924 849 562 842 756
Total 843 663 804 7167 786 1043 846 907 880

Private Male 1068 1213 1476 134€ 13el 1495 1460 1371 1583
Female 719 835 1057 523 883 928 942 905 1274
Total 1024 1187 1425 1295 1217 1402 1366 1284 1518

Total Male 981 1073 1456 1256 1302 1311 1415 1302 1432

Female 062 747 1052 872 886 893 929 896 1204
Total 942 1050 1408 1210 1247 1243 1330 1236 1388

All Emplovees

Public Male 511 428 460 540 414 688 577 545 712
Female 582 499 650 577 771 844 482 837 737
facal 514 429 462 541 520 697 575 551 713
Private Male 505 A75 758 122 749 850 4073 921 1134
Female 694 838 987 853 831 761 929 8456 1197
Total 512 678 767 727 753 345 904 917 11506
Total Male 507 606 733 676 717 791 854 816 1027
Female 649 751 979 812 820 792 a07 854 1ed
Total 513 609 734 681 721 791 $57 818 1031

CAPMAS, Survey of Employment, Lkarnings and Hours of Work,
Table 1| {(annual volumes).

source:




Table §-8

Average Weekly Wage in Industrial Chemicals—-—
Public aud Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 388 438 450 443 529 490 616 761
Female 196 231 327 372 258 400 511 465
Total 386 436 450 443 528 480 616 765
Private Male 310 337 378 436 598 554 709 539
Female 262 286 237 169 —— - 614 415
Total 307 333 370 401 598 554 698 524
Total Male 386 434 449 443 530 491 617 764
Female 205 251 287 276 258 400 564 454
Total 384 432 448 443 528 491 617 762

2. White Collar

Public Male 783 884 839 437 900 807 1034 1527
Female 530 555 586 524 605 572 661 1291
Total 763 863 819 443 879 789 992 1504
Private Male 1200 1222 1170 883 950 1760 1959 1331
Female 1100 607 562 815 1033 1000 860 2000
Total 1182 1080 973 859 978 1475 1709 1490
Total Male 786 891 842 437 900 807 1040 1527
Female 539 559 585 526 608 574 664 1303
Tocal 766 849 821 444 879 790 997 1504

All Employees

Public Male 454 539 554 441 645 602 738 969
Female 414 471 576 519 564 565 657 1228
Total 453 538 554 443 643 601 735 977
Private Male 363 455 506 471 629 621 945 617
Female 391 395 429 323 1033 1000 699 732
Total 365 449 497 448 647 633 911 632
Total Male 452 536 553 441 645 602 740 966
Female 413 457 566 512 568 568 659 1214
Total 451 534 553 443 643 601 737 974
Source: CAPMAS, Survey of Employment, Earnings and tlours of Work,

Table | (annual volumes).



Tuble S-9

Average Weekly Wage in Other Chemicalsg--
Public and Private Sectors by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1970 1977

1. Blue Collar

Public Male 397 443 443 464 4ad 611 711
Female 302 368 324 298 269 576 510
Total 370 425 412 44 411 601 659
Private Male 417 409 442 743 722 572 715
Female 329 316 350 391 476 438 514
Total 386 376 412 649 637 523 669
Total Male 399 440 443 514 491 608 711
Female 306 359 327 397 336 560 528
Total 372 419 412 479 457 593 660

2. White Collar

Public Male 940 932 960 971 974 1029 1011
Female 567 476 593 665 692 826 1166
Total 846 765 867 885 909 982 1051
Private Male 1942 1837 1907 2703 1582 1976 2572
Female 1135 1082 1029 1179 903 1222 1588
Total 1784 1670 1742 2422 1369 1783 2213
Toral Male 1047 1006 1061 1409 1098 1080 11753
Female 6l4 501 633 750 752 851 1217
Total 940 826 954 1239 1012 1028 1185

All Employees

Public Male 536 592 581 603 583 763 812
Female 362 417 394 bovs 403 645 727
Total 488 543 533 562 548 729 760
Private Male 835 779 819 1466 988 905 1226
Female 451 433 466 599 595 561 793
Total 712 667 711 1258 856 787 1070
Total Male 566 610 607 776 656 774 863
Female 373 419 404 487 462 6306 739
Total 512 555 554 693 612 735 §$30
source: CAPMAS, Survey of Emplovment, Earnings uand lours of Work

Table 1 (annual volumes).



Table S- 10

Average Weekly Wage in Non Metallic Mineral Products
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Col{gz

Public Male 375 426 519 551 558 605 656 718 842
Female 246 305 321 182 343 392 504 472 461
Total 371 423 518 547 557 605 655 717 837

Private Male 212 227 270 457 313 338 457 554 593
Female 144 164 194 254 168 252 339 389 426
Total 208 225 265 450 310 336 453 548 585

Total Male 321 355 426 517 474 494 590 660 737
Female 193 235 208 229 227 277 370 399 437
Total 316 352 420 511 472 492 587 657 729

Y White Collar

Public Male 807 817 954 994 1041 1170 1084 1149 1222
Female 427 578 643 571 582 717 663 849 1256
Total 784 789 926 951 971 1127 1027 1109 1227

Private Male 523 619 732 620 664 746 736 1103 932
Female 365 434 673 440 586 660 955 684 876
Total 518 611 722 615 660 736 750 1071 928
Total Male 780- 783 912 941 995 1077 1044 1143 1176

Female 425 569 653 565 582 702 678 837 1229
Total 760 761 884 906 936 1039 997 1104 1183

All Emplovees

Public Male 474 482 574 617 630 686 725 785 907
Female 318 443 558 429 548 671 644 817 1026
Total 468 481 574 612 627 686 723 785 912

Private Male 230 250 295 465 328 363 471 580 610
Female 151 181 263 262 216 384 393 422 459
Total 225 247 293 458 326 363 468 575 603

Total Male 403 403 475 566 534 558 648 718 791
Female 251 352 357 359 467 529 555 662 787
Total 396 403 471 560 533 558 645 717 791

Source: CAPMAS, Survey of Fmployment, Earnings and Hours of Work,

Table 1 (annual volumes).



Tahle 5-11

Average Weekly Wage in Iron & Steel--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 413 575 526 635 726 741 869 999
Female 398 307 375 586 613 552 565 706
Total 413 575 526 634 726 741 869 994
Private Male - - -— - 406 686 537 684
Female - - - - - - 500 400
Total - —— -— - 406 686 538 683
Total Male 413 575 526 635 702 740 858 082
Female 398 307 375 586 613 552 563 702
Total 413 575 526 634 702 740 658 977

2. White Collar

Public Male /66 1005 1118 1083 1109 897 1353 1183
Female 621 559 519 754 639 764 877 1066
Total 7156 954 1060 1055 1041 887 1306 1172
Private Male - - - - 629 805 975 1258
Female - - —_— - 425 400 664 760
Total - - - - 612 747 928 1206
Total Male 766 1005 1118 1083 1068 896 1348 1183
Female 621 559 519 754 629 757 873 1061
Total 756 954 1060 1055 1006 885 1301 1172

All Emplovees

Public Male 467 641 639 716 799 770 944 1039
Female 591 533 516 747 638 756 864 917
Total 467 639 636 716 794 770 934 1035
Private Hale - - - - 453 694 567 718
Female - - - - 425 400 650 625
Total - - - - 452 691 568 717
Total Male 467 641 639 716 772 768 933 1024
Female 591 533 516 747 628 749 860 913
Total 467 639 636 716 767 768 932 1020
source: CAPMAS, Survey of Employment, Larnings and Hours of Work,

Table 1 (annual volumes).



Table S- 12

Average Weekly Wage in Metal Products (excluding Machinery & Equipment)--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar
Public Male 297 391 589 511 483 598 719 823 945

Female 173 719 246 371 396 372 462 556 696
Total 295 393 587 505 478 592 707 813 934

Private Male 232 240 250 589 321 396 437 506 668
Female 133 173 - 339 266 376 3156 294 387
Total 232 239 250 587 321 396 436 503 664

Total Male 257 330 544 536 407 533 640 735 oul
Female 160 511 240 368 383 373 454 525 653
Total 256 332 542 531 407 529 633 728 855

2. White Collar

Public Male 179 964 1115 964 954 889 1194 1225 1597
Female 426 514 574 539 489 528 659 561 795
Total 735 920 1070 892 875 829 1104 1117 1312

Private Male 694 161 905 834 874 901 1037 1160 1250
Female 468 449 350 399 415 489 587 543 706
Total 682 745 855 784 824 832 981 1050 1151

Totnl Male 73Y 925 1109 949 940 890 1178 1219 1380
Female 437 509 565 528 481 524 654 559 783
Total 711 888 1070 880 866 829 1092 1111 1294

All Emplovees
Public Male 356 479 692 581 564 662 801 898 1051

Female 318 575 497 453 437 4/2 552 559 746
Taval 355 481 688 573 555 650 783 876 1014

Private Male 2606 272 23] 601 348 426 473 542 707
Fema le 302 268 350 368 137 433 4543 413 542
Total 266 272 281 598 348 426 473 539 702
Total Male 302 401 645 587 471 595 717 809 943
Female 313 510 493 4406 426 470 545 543 718

Total 302 503 642 580 469 589 707 795 932

Source: CAPMAS, Survey of Emplovment, Farnings and Hours of Work,
Table 1 (annual volumes).



Table S- 15

Average Weekly Wage in Nonelectrical Machinery--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 423 409 534 529  6l4 711 661 764 827
Female 239 201 463 507 512 557 376 533 810
Total 423 408 530 528 612 707 656 764 $27

Private  Male 284 380 308 286 362 335 391 653 586
Female 114 - 262 210 270 300 300 405 317
Total 282 380 368 286 362 334 391 652 576

Total Male 409 402 517 508 600 694 645 755 801
Female 210 201 463 507 511 553 375 482 513
Total 408 402 514 508 598 690 640 755 799

2. Ehikg_Collar
Public Male 793 685 998 823 1047 1045 937 1111 1021

Female 543 296 663 692 637 758 692 6A0 687
Total 762 671 973 799 1010 1017 916 1075 971

Private Male 1330 653 759 1371 1141 1049 1152 1262 1592
Temale 587 146 333 786 553 521 649 617 734
Total 1171 631 739 1268 1001 931 1023 1139 1408

Total Male 83 679 991 852 1050 1046 940 1116 1051
Female 549 364 656 704 632 750 690 656 691
Total 799 663 967 826 1009 1015 918 1077 996

All Employees
Public Male 501 444 264 589 696 785 726 837 808

Female 513 262 518 575 577 668 568 658 694
Total 501 443 618 588 691 780 721 834 861

Private Male 465 407 342 429 425 389 446 708 693
Female 500 l4e 290 772 529 466 639 598 524
Total 457 406 342 438 427 391 451 705 081

Total Male 497 435 605 576 682 770 712 828 851
Female 511 245 516 585 575 663 570 h52 664
Total 498 K 601 576 679 765 708 825 843

CAPMAS, Survey of Employment, Earnings and Hours ot Work
Table 1 (annual volumes).

sSource:




Table S- 14

Average Weekly Wage in Transportation Equipment--
Public and Private Sector by Sex (current Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 397 475 517 521 524 583 644 693 766
Female 255 356 211 213 391 416 458 436 661
Total 397 475 516 520 524 582 642 690 764

Private Male 263 323 285 349 360 403 612 524 661
Female 400 682 - - - - - 554 ---
Total 263 323 285 349 360 403 612 525 661

Total Male 379 465 509 514 520 580 644 677
Female 262 344 211 213 391 416 458 450 556
Total 379 465 508 513 519 579 642 674 762

2. White Collar

Public Male 949 795 909 888 871 963 1019 1108 1;15
Female 472 440 493 530 557 597 617 676 695
Total 909 769 863 842 832 916 967 1054 1049

Private Male 639 838 866 1476 938 948 1059 828 2097
Female 400 447 333 578 433 525 900 844 1529
Total 633 812 852 1396 892 900 1041 829 2042

Total Male 918 796 909 1000 871 963 1019 1083 1127
Female 470 440 492 531 556 597 619 689 700
Total 883 770 863 853 832 916 968 1034 1061

All Employees

Public Male 506 537 614 602 607 672 733 786 845
Female 457 431 465 504 547 576 588 625 673
Total 505 535 609 598 605 668 727 780 837

Private Male 320 370 324 491 394 455 715 588 868
Female 400 389 333 578 433 525 900 759 1529
Total 320 370 324 492 394 456 7.0 544 878
Total Male 483 527 606 598 602 669 733 767 845
Female 455 430 464 505 547 576 590 637 678
Total 483 525 602 595 €00 665 727 762 837

CAPMAS, Survey of Employment, Earnings and llours of Work,
Table 1 (annual volumes).

Source:




Table

5-15

Averape Weekly Real Wage in Food Production—--
Public and Private Sector by Sex (1978 Piasters)

Work, Table 1 (annual volumes).

1966 1968 1971 1972 1973 1974 1975 1976 1977
1. Blue Collar
Public Male 576 685 727 772 766 703 662 679
Female 411 472 411 555 584 546 456 519
Total 564 670 704 760 758 693 646 672
Private Male 4,85 593 748 597 736 741 877 903
Female 283 283 536 321 522 503 444 334
Total 470 574 736 578 658 720 848 864
Total HMale 549 465 734 717 755 716 732 764
Female 372 407 446 469 555 383 452 354
Total 536 633 714 702 745 701 711 746
2. White Collar
Public Male 1428 1431 1398 1524 1252 1286 1170 1210
Female 843 865 870 884 922 823 842 793
Toval 1385 1361 1334 1431 1211 1230 1123 1146
Private Male 968 1007 893 855 1184 980 912 960
Female 538 728 052 572 980 844 107 563
Total 926 987 882 841 1148 957 901 937
Total Hale 1323 1341 1338 1440 1238 1234 1133 1169
Female 757 848 861 869 939 829 835 772
Total 1278 1285 1284 1371 1197 1183 1095 1120
3. All Emplovees
Public Male 147 846 875 940 873 84! 778 806
Female 502 607 5606 658 747 656 598 648
Total 730 826 848 922 866 827 7¢0 794
Private  Male 559 637 759 617 788 767 880 ST
Female 334 4] 543 336 653 567 464 1006
Total 540 619 746 598 777 746 853 871
Total Male 694 774 842 848 845 819 807 841
Female 453 533 561 603 709 621 568 561
Total 677 755 821 831 836 801 786 812
Source: Caleulated from CAPMAS, Survey of Employment, Earnings and Hours of

See Statistical Supplement, Table 5-5.



Table S-l06

Average Weekly Real Wage in Spinning and Weaving--
Private Sector by Sex (1978 Piasters)

Public aru

1. Blue Collar

Public Male
Female
Total

Private Male
Female
Total

Total Male

Female
Total

2. White Collar

Public Male
Female
Total

Private Male
Female
Total

Total Male

Female
Total

3. All Employces

Public Male
Female
Total

Private Male
Female
Total

Total Male
Female

Totul

Source:

of Work, Table | {(annual volumes).
Table S-6,

1966 1968 1971 1972 1973 1974 1975 1976 1977
687 765 739 848 850 853 801 817 839
506 547 543 571 607 564 593 635 577
672 751 728 830 834 836 784 804 818
451 453 439 848 509 558 561 579 1077
309 312 309 589 326 508 374 537 387
432 420 420 809 481 558 536 572 943
660 722 700 848 812 817 769 795  B6S
470 493 478 575 538 552 543 614 524
643 706 683 829 791 798 749 779 834

1609 1545 1524 1405 1678 1286 1299 1358 1298~

1028 1014 976 946 988 897 889 843 793

1566 1498 1461 1348 1586 1242 1247 1296 1234

1215 1396 1359 1321 1795 1227 1231 1185 1237
821 680 667 643 988 778 791 663 649

1189 1343 1278 1236 1679 1144 1173 1114 1130

1589 1537 1517 1402 1681 1284 1294 1353 1296

1019 998 959 934 986 888 880 836 797

1549 1488 1452 1345 1590 1236 1za2 1290 1230
838 849 843 920 952 917 869 895 900
583 616 646 659 695 048 656 679 621
817 833 830 900 933 898 850 877 876
504 480 485 870 5600 5 b3 611 1082
325 322 324 591 347 531 100 542 508
481 688 463 829 528 5 576 599 952
804 804 800 914 910 881 834 870 921
543 557 570 645 622 27 604 654 507
781 786 781 893 888 80l 814 851 886

Calculated from CAPMAS, Survey of Employment, Earnings and Hours

Sec Statistical Supplement,



Table S-17

Average Weekly Real Wages in Metal Products
(excluding Machinery & Equipment)--
Public and Private Sector by Sex (1978 Piasters)

1966 1968 1971 1972 1973 1974 1975 1976 1977

1. Blue Collar

Public Male 632 798 1091 913 833 934 1027 1016 1048
Female 368 1467 456 663 683 581 660 666 773
Total 623 802 1087 902 824 925 1010 1003 1038
Private Male 494 490 463 1052 553 619 624 625 742
Female 283 353 ——— 605 459 588 509 363 13
Total 494 488 463 1048 553 619 623 621 738
Total Male 547 673 1007 957 702 833 Q)4 907 957
Female 340 1043 444 657 660 583 649 648 726
Total 545 678 1004 948 702 827 904 899 950
2. Vhite Collar
Public Male 1657 1967 2065 1721 1645 1389 1706 1512 1852
Female 906 1049 1063 963 843 825 941 693 883
Total 1564 1878 1993 1593 1509 1295 1577 1397 1458
Private Male 1477 1553 1676 1489 1507 1408 1481 1432 1389
Female 996 916 648 713 716 764 838 670 784
Total 1451 1520 1583 1400 142) 1300 1401 1296 1279
Total Male 1572 1888 2054 1695 1621 1391 1683 1505 1533
Female 930 1039 1046 943 829 819 934 690 870
Total 1513 1812 1981 1571 1493 1295 1560 1372 1438

3. All Employees

Public Male 157 978 1281 1038 972 1034 1144 1109 1146
Female 677 1173 920 809 753 742 789 690 829
Total 755 9Rr2 1274 1023 957 1016 1119 108t 1127
Private Male 566 555 520 1073 600 666 676 669 786
Female 643 547 6438 657 581 677 654 510 602
Total 566 555 520 1068 600 666 676 b65 780
Total Male 643 818 1194 1048 812 930 1024 999 1048
Female 666 1041 913 796 734 734 779 670 708
Total 043 822 1189 103¢ 309 920 1010 981 1036
Source: Calculated from CAPMAS, Survey of Employment, Earnings and llours of Work,

Table 1 (annual volumes). Sec Statistical Supplement, Table S§-12,



(3%

Blue Collar
Public
Private

Total

White Collar

Puklic
Private
Total

All Employees

A,

Public
Private
Total

B.

Biuc Cnllar

Male
Female
Total

White Collar

Male
Female
Total

All Employees

Male
Female
Total

Source:

Female-to-Male Wage Ratios in Food Production--
Public and Private Sector (Percent)

Table

S-

18

1966 1968 1971 1972 1973 1974 1975 1976 1977
71 69 57 72 76 78 69 76
58 48 72 54 71 68 51 43
68 88 61 65 73 53 62 59
59 60 62 58 74 64 72 66
56 72 73 67 83 86 78 58
57 63 65 60 76 67 74 66
67 72 67 74 86 78 77 80
60 53 72 54 83 74 53 45
65 69 67 71 84 76 70 67
Private~to-Public Wage Ratios in Food Production
by Sex (Percent)

84 86 103 77 96 105 132 133
69 60 130 58 89 92 98 74
83 86 105 76 87 1G4 131 129
68 70 64 56 95 76 78 80
64 84 75 65 106 103 84 71
67 73 66 59 95 78 80 82
75 75 87 66 90 91 113 113
67 56 96 48 87 86 78 63
74 75 88 65 90 90 112 110

Calculated from CAPMAS, Survey of Employment, Earnings and Hours

of Work, Table 1 (annual volume%‘

Tabl

c

S-5.

See Statistical Supplement,



A.

Blue Collar
Public
Private

Total

White Collar

Public
Privacte
Total

All Employees

Public
Privace
Total

Female-to-Male Wage Ratios in Spinning and Weaving--

1966

74
68
71

64
76
04

- 70
65
67

Table

S5-19

Publiec and Private Sector (Percent)

1968

71
72
68

66
49
65

73
67
69

1971

73
70
68

64
49
63

76
67
71

B. Private-to-Publie Wage Ratios in Spinning

Blue Collar
Male
Female

Total

White Collar

Male
Female
Total

All Umplovees

Male
Female
Total

66
61
64

68
80
76

60
56
59

57
57
56

90
67
90

56
52
83

59
57
58

89
68
87

58
50

1972 1973 1974 1975 1976 1977
67 71 66 74 78 69
69 64 91 67 93 36
68 66 67 71 83 60
67 59 70 68 62 61
49 55 63 64 56 52
67 59 69 £3 62 61
72 73 71 75 76 69
68 62 89 66 89 47
71 68 71 72 75 62
and Weaving
by Sex (Percent)
100 60 65 70 71 128
103 54 90 63 85 67
97 58 66 68 7! 115
94 107 95 95 87 95
68 109 87 89 79 82
92 106 92 94 86 92
95 59 55 69 68 120
90 50 82 61 80 82
92 57 65 68 68 109

56

Source: Caleulated from CAPMAS, Survey of Tmployment, Earnings and Hours
1

of Work, Table | (annual volumes),

Table 5-6.

See Statistical Supplement,



2.

185}

Table

5-20

A. Female-to-Male Wage Ratios in Publishing and Printing--

Biue Collar
Public
Private
Total

White Collar
Public
Private

Total

All Employees

Public
Private
Total

Blue Collar

Male
Female
Total

White Collar

Male
Female
Total

All Employees

Male
Female

Public and Private Sector (Percent)

1966 19638 1971 1972 1973 1974 1975 1976 1977
- 168 76 81 66 60 64 123 102
84 190 53 44 33 38 109 55 57
84 192 55 47 39 41 100 63 65
67 73 101 74 120 79 64 92 84
67 69 72 69 65 62 65 66 80
67 70 72 69 68 68 66 69 84
114 117 141 107 186 123 84 154 104
137 124 130 118 111 90 103 93 103
128 124 134 120 114 100 106 105 107
B. Private-to-Public Wage Ratios in Publishing and Printing
by Sex (Percent)
98 137 113 101 115 130 126 152 146
- 155 79 55 58 74 217 68 82
98 137 112 101 115 128 129 152 145
123 180 184 170 176 138 167 149 176
124 168 130 157 96 109 168 107 169
121 179 177 169 155 100 161 142 173
99 158 165 134 181 124 156 169 159
119 168 152 148 108 90 193 102 158
100 158 166 i34 145 121 157 166 159

Total

Source:

of Work, Table 1 (annual volumes).

Table

S-7.

Calculated from CAPMAS, Survey of Employment, Earnings and Hours

See Statistical Supplement,



[g®]

A. TFemale-to-Male Wage Ratios in [ndustrial Chemicals—--

Blue Collar
Public
Private

Total

White Collar

Public
Private
Total

All Utmployees

Public
Private
Total

B.

Blue Collar
Male

Female

Total

White Collar
Male

Female

Total

ALl Emplovees

Male
Female
Total

Source: Calculated
of Work, Table 1 (annual Vu]umvs)_

Tuble S-zl

Public and Private Sector (Percent)

1966 1968 1971 1972 1973 i974 1975 1976 1977
- 51 53 73 34 49 82 83 61
_— 85 95 63 39 _— ——— 87 77
_— 53 58 64 62 49 81 91 59
— 68 63 70 120 67 32 64 85
_— 92 50 48 92 109 57 44 150
_— 69 63 69 120 68 71 64 85
——— 91 87 104 118 87 94 77 127
— 108 87 85 69 164 161 74 119
_— 91 85 102 116 88 94 89 126
Private-to-Public Wage Ratios in Industrial
Chemicals by Sex (Percent)

—_— 80 77 84 98 111 113 115 71
— 134 124 72 95 —-— _— 120 89
— 80 76 82 91 113 115 113 08
— 153 138 139 202 106 97 189 87
_— 208 109 96 156 171 175 130 155
—— 155 125 119 194 111 187 172 99
— 67 84 91 107 98 103 128 64
_— 94 84 74 62 183 177 106 57
_—— 81 83 90 101 101 105 124 65

From CAPMAS, Survey of Employment, Farnings and Hours
See Statistical supplement,

Table $-8.
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Table g2

A. Female-~to~Male Wage Ratios in Other Chemicals--
Public and Private Sector (Percent)

1966 1968 1971 1972 1973 1974 1975 1976 1977

Blue Collar

Public 76 83 73 86 61 94 2
Private 79 77 79 53 56 77 72
Total 77 82 74 77 68 92 74

White Collar

Public 60 51 62 68 71 80 115
Private 58 59 54 44 57 62 62
Total 59 50 60 53 68 79 104

All Employees

Public 68 70 68 77 69 85 90
Private 54 56 59 41 60 62 65
Total 66 69 67 63 70 82 86

B. Private-to-Public Wage Ratios in Other Chemicals
by Sex (Percent)

Blue Collar

Male 105 92 100 160 163 94 101
Female 109 80 108 98 177 76 101
Total 104 88 100 146 155 87 102

White Collar

Male 207 197 199 278 162 192 254
Female 200 227 174 177 130 148 136
Total 211 218 201 274 151 182 211

All Employees

Male 156 132 141 243 169 119 151
Female 125 104 118 129 148 87 109
Total 146 123 133 224 156 108 141
Source: Calculated trom CAPMAS, Survey of Employvment, Earnings and Hours

of Work, Table 1 {annual volumes). See Statistical Supplement,
Table 5-9.
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A.

Blue Co

Public
Private
Total

Female-to-Male Wage Ratios in Non-Metallic

N e
lable =<0

Public and Private Sector (Percent)

llar

White Collar

Public
Private
Total

All Emp
Public

Private
Tocal

Blue Co

Male
Female
Total

loyees

llar

White Collar

Male
Female
Total

All Emp

Male
Female

loyees

Mineral Products

1966 1968 1971 1972 1973 1974 1975 1976 1977
66 72 62 33 61 65 77 66 55
68 72 72 56 54 75 74 70 72
60 66 49 44 43 56 63 60 59
53 71 67 57 50 61 61 74 103
70 70 92 71 83 88 130 62 94
54 73 72 60 58 65 65 73 105
67 92 97 70 87 98 89 104 113
66 72 89 56 66 105 83 73 75
62 87 75 63 87 95 86 92 99

B. Private-to-Public Wage Ratios in Non Metallic Mining .
by Sex (Percent)
57 53 52 83 56 56 70 77 70
59 54 60 140 49 64 67 82 92
56 53 51 82 56 56 59 76 70
65 76 77 62 64 64 68 96 76

85 75 105 77 101 92 144 81 70
66 77 78 65 68 65 73 97 76
49 52 51 75 52 53 65 74 67
47 41 47 61 39 57 61 52 45
48 51 51 75 52 53 65 73 066

Total

Source:

Calculated from CAPMAS, Survey of Employment, Earnings and Hours

Table s-10,

See Statistical Supplement,
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Table §-24

A. Female-~to-Male Wage Ratios in Iron and Steel--
Public and Private Sector {(Percent)

1966 1968 1971 1972 1973 1974 1975 1976 1977

Blue Collar

Public 96 53 71 92 84 74 65 71
Private ——— -— — -_— —_— 0 0 93 58
Total -_— 96 53 71 92 87 75 62 71

White Collar

Public _— 81 56 46 70 58 87 65 90
Private — — —— —— — 68 50 68 60
Total —-— 81 56 46 70 59 84 65 90

All Employees

Public — 127 83 81 Ol4 80 98 92 88
Private - —_— — — ——— 94 58 75 87
Total _— 127 83 81 104 81 98 92 89

B. Private-to-Public Wage Ratios in Iron and Steel
by Sex (Percent)

Blue Collar

Male UV 56 93 62 68
Female GO UVUUESS PRIt 88 57
Total m— emm e e eeo 56 92 62 69

White Collar

Male — — _— _— —_— 57 90 72 106
Female -— -— -—— — - 67 52 76 71
Total —-— -_— — — — 59 84 71 103

All Employees

Male -— - ——— - _— 57 90 68 69
Female - — ——— — — 67 53 75 @8
Total -— -— _— -— —_— 57 90 61 69

Source: Calculated from CAPMAS, Survey of Employment, Earnings and Hours
of Work, Table 1 (annual volumes). Sec Statistical supplement,

Table s-11 .




Table S5-25
A. Female-to-Male Wage Ratios in
Metal Products (excluding Machinery & Equipment)--
Public and Private Sector

t>

(¥e)

1966 1968 1971 1972 w1973 1974 1975 1976 1977
Blue Collar
Public 58 184 42 73 82 62 64 68 74
Private 57 72 —-—— 58 83 95 81 58 58
Total 62 155 44 69 94 70 71 71 76
White Collar
Public 55 53 51 56 51 59 55 46 57
Private 67 59 39 48 47 54 57 47 56
Total 59 55 51 56 51 59 56 46 57
All Emplovyees
Public 89 120 72 78 77 72 69 62 72
Private 114 99 125 61 97 102 97 76 77
Total 104 127 76 76 90 79 76 67 76

B. pPrivate—-to-Public Wage Ratios in Metal Products
by Sex (Percent)

Blue Collar
Male 78 61 42 115 66 66 61 61 71
Female 77 24 —— 91 67 101 77 53 56
Total 79 61 43 116 67 67 62 62 71
White Collar
Male 89 79 81 87 92 101 87 95 89
Female 110 87 61 74 85 93 89 97 89
Total 93 81 79 88 94 100 - 94 88
All cemplovees
Male 75 57 41 103 62 64 59 60 069
Female 95 47 70 81 77 g1 83 74 73
Total 75 57 41 104 63 66 60 62 09

Source:

Calculated from CAPMAS, Survey of Employment, Farnings and Hours

of Work, Table 1 (annual volumes)

Table S-1.2.

See Stutistical Supplement,
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Table 5-20

A. Female-to-Male Wage Ratios in Nonelectrical Machinery--
Public and Private Sector (Percent)

1966 1968 1971 1972 1973 1974 1975 1976 1977

Blue Collar

Public 57 49 87 96 83 78 57 70 98
Private 40 -— 85 73 75 90 77 62 54
Total 51 50 90 100 85 80 58 64 64

White Coll..r

Publijc 68 43 66 84 61 73 74 59 67
Private 44 22 s 57 48 50 56 48 46
Total b5 54 66 83 60 72 73 59 06

All Employees

Public 102 59 196 98 83 85 78 79 80
Private 108 36 85 180 124 120 143 84 76
Total 103 56 85 102 84 86 80 79 78

B. Private-to-Public Wage Ratios in Nonelectrical
Machinery by Sex (Percent)

Blue Collar

Male 6/ 93 58 54 59 47 59 85 71
Female 48 - 57 41 53 54 80 76 39
Total 67 93 58 54 59 47 60 85 70

White Collar

Male 170 95 76 167 109 100 123 116 156
Female 108 49 50 114 87 69 94 93 107
Tocal 154 94 76 159 99 92 112 106 145

All Employees

Male 93 92 130 73 61 50 61 85 80
Female 97 56 56 134 92 70 113 91 76
Total 93 92 55 74 62 50 63 85 79

Source: Calculated from CAPMAS, Survey of Employment, Farnings and Hours
of Work, Table 1 (annual volumes ). Sce Statistical Supplement,

Table S-.13.
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Fable 2=

A. Female-to-Male Wage Ratios in Transportation Equipment--
Public and Private Secter (Percent)

1966 1968 1971 1972 1973 1974 1975 1976 1977

Blue Collar

Public 64 75 41 41 75 71 71 63 86
Private 152 211 — - — — _— 106 --
Total 69 74 41 41 75 72 71 66 73

White Collar

Public 50 55 54 60 64 62 61 61 62
Private 63 53 38 39 46 55 85 102 73
Total 51 55 54 53 64 62 61 64 62

All Employees

Public 90 80 76 84 Q) 86 80 80 80
Private 125 105 103 118 110 115 126 129 176
Total 94 82 73 84 91 86 88 83 80

B. Private-to-Public Wage Ratios in Transporvtation Equipmeut
by Sex (Percent)

Blue Collar

Male 66 68 55 67 69 69 95 76 86
Female 157 192 S — _— 127 --
Total 66 68 55 67 69 69 95 76 87
White Collar

Male 67 105 95 166 108 98 106 75 188
Female 85 102 68 109 78 88 146 125 220
Total 70 106 99 166 107 98 108 79 195
All Employces

Male 63 69 53 82 65 68 98 75 103
Female 88 90 72 115 79 91 153 121 227
Total 63 69 53 82 65 68 99 76 105

Source: Calculated from CAPMAS, Survey of Employment, Earnings and Hours
of Work, Table L(annual volumes). Sce Statistical Supplement,
Table s-14.




Table S-:Z8

Distribution of Educatfonal Attainment by Ape and Sex, 1976

Age Group:
10 10-20 21-30 31-40 41-50 >50 Unspecified  TOTAL

Educat{on-Sex
Il1l11terate M 674,685 1,322,115 984,057 957,244 797,933 989,774 379 5,726,187
F 1,101,829 2,059,331 1,841,257 1,645,407 1,292,412 1,425,385 2,207 9,367,828
T 1,776,514 3,381,446 2,825,314 2,602,651 2,090,345 2,415,159 2,586 15,094,015
Literate M 1,201,265 535,716 607,17 583,512 484 370 417,527 174 3,829,729
F 754,229 326,095 247,78 177,790 113,005 69,740 161 1,688,218
T 1,955,494 861,811 854,379 761,302 597,359 487,267 335 5,517,947
Elementary M 627,432 436,240 98,388 89,475 83,091 58,385 90 1,393,011
F 384,014 234,161 47,967 30,350 19,739 12,718 27 728,976
T 1,011,446 670,401 146,355 119,825 102,830 71,013 117 2,121,987
less than Intermediate M 16,566 707,888 100,515 46,564 10,546 6,794 75 889,010
F 12,105 372,210 52,341 16,883 4,164 3,124 15 460,842
T 28,671 1,080,098 152,916 63,447 14,710 9,918 90 1.349,852
Intermediate M -- 522,262 305,527 131,894 58,620 57,759 51 1,076,113
F -- 295,947 130,650 47,456 17,663 19,709 29 502,545
T - 818,209 436,177 179,350 76,283 68,468 80 1,578,568
less than University M - 11,349 28,584 12,083 3,589 2,754 2 58,361
higher than Intermediate F - 10,013 17,437 5,245 963 547 4 34,209
T - 21,362 46,021 17,328 4,552 3,301 6 92,570
University and higher M - 41,645 191,835 114,360 53,118 36,951 1,411 439,326
F - 30.328 70,238 19,072 4,909 1,969 381 126,909
T - 71,973 262,073 133,432 57,997 38,968 1,792 566,235
Unspecified M 56,250 68,164 30,398 17.914 12,228 22,859 195 20€.009
F 66,252 73,673 41,354 29,337 23,533 42,759 281 277.239
T 122,042 141,847 71,752 47,252 35,770 65,618 476 485,248
TOTAL M 2,576,198 3,645,381 2,346,485 1,953,047 1,503,479 1,592,719 2,377 13,619,746
F 2,318,468 3,401,768 2,448,442 1,971,534 1,476,358 1,566,993 3.105 13,186,675
T 4,894,567 7,047,149 4,794,987 3,924,581 2,979,837 3,159,712 5,482 26,806,421

Source: 1976 Census, Table 10, p. 143.



Table

S-24

Employment Status by Fducation and Sex, 1976

7 Self Works Non Korks Total Unem- _ Unem- Total  Total Student  llousework Ape/ Unspeci-  Total
Employed for Wage Very Employed ployed ployed  Unem- Enumerated Disahility fied
Wages Work Little (worked (new ploved in Labor
previ- labor Force
ously) force
. _ o entrants) o .
1literate M 1.811,784 2,934,460 337.742 134,076 5,218,068 18,720 105,041 123,76} 5.341,820 - . 320,000 55.375 5,726,187
¢ gég';ié lo6.213 31.098 - 237.763 3,085 12,151 15,236 252,999 - 8,489,677 624,561 592 9,367,828
T 1,852,236 3,100,679 368,840 134,076 5,455,831 21,805 117,192 138,957 _5.594,828 . _- 7. 953.56 19. 15 094015
Rends T Writes M 892,010 1,535,857 36,992 51,899 2,196,358 7,559 49,029 56,555“—2'5231322 1_i}]_nbg“ﬂ*gs?*fa!“”']?g'gﬁé“’if*ﬁi?'1§*§fi*g§i
Foo 20,120~ 42,316 1,038 - 64.074 400 7,875 8,275 32349 677.709 917,005 20,883 271 1.688.218
T 912.130 1,577,773 38,630 31,899 2,500,432 7,959 56,904 64,863 2,625,295 } 801,775 _ 917.00S 139 087 34,755  5.5L7.947
Fiementary W AT 383 338,304 3,730 11,151 393 678 1,255 19,430 20,685 414,362 949,768 - 19,028 9.852 1.393.011
£ 1.237 15,963 7 - 17,471 239 5,520 5,759 23,230 526,174 175.200 4128 233 728,070
o T 42,721 354.267 3,010 11,151 411,149 1,494 24,950 26,444 _ 437,593 1,475,942 _ 175,206 ._ 23,156 10,090 2 121,087
less than W 19,008 172,364 65 26.214 217,551 937 16,331 17,268 234,919 645,660 CUTTTTTRTGhe T amer T Tsesloin
Intermediate F 541 22,995 8 - 23,544 118 2,544 2,662 26,206  333.925 99,098 1416 loT 400,842
o - T 19,549 195,35¢ 73 26,214 241,195 1,055 18,875 19,930 _ 261.125 979,585 99 0198 5 095 1,949 1 34u’§§2
Imiermediate M 21680 537.258 - 36 748 595.686 2,684 120,417 123,101 718,787 314,08 TR 00801 10760113
P zz: ;9;.;62 - - 191,984 868 71,063 71,931 263,915 137,360 96,597 4141 438 502,454
T 2,40 28,51 - 56,748 787,670 3,552 191,480 195,032 982,702 _ 451,441 7.3 390 1,578,567
less than Univ. M GO7 37,528 T - 1,537 RURLT] 196 6467 T):MS 56327 - 9(3 997 gflg,éﬁ ll.:’.:’; L.::“:,fh
higher than F 28 24,915 - - 24,543 96 4,713 4,809 29,752 4,170 "o st 31,200
Intermediate T 635 72,443 - 21,549 74,027 272 11,180 11,452 8¢,079 __ - 4.170 1,902 350
University & N U056 I6TIIEY T 7 9,849 380,269 2,315 33,870 36,185 416,454 - 16,818  1.02%
Above F 356 91.910 - - 92,266 560 19,948 20,508 112,774 ; 12,901 "802 372
T 9,412 453,274 - 9,849 472,535 2,875 3,818 56,693 29,228 - 12,900 _i9.7lu 430 500,235
Unspecified M 21,337 §%.707 6,235 50,008 134,287 780 39,156 33,745 173,232 ST - 12,210 21,528 208, 004
F 839 1,176 961 - 5.976 277 36,186 3,463 42,139 - 211,258 23331 2E 277 23
. o T 22,176 S7.883 10,195 50,008 140,263 1,006 75,312 76.4u8 216,071 ; 211,258 35,580 21,73 485,238
TOTAL M 2.816.966 5,980,418 386,774 301,494 9 485,682 34,435 389,741 424,176 0,009 85§ 3,033,578 . 407,050 111,238 13,019,710
F 64,297 559,748 33,975 - 658,020

5,013 160,000 105,643
40,078 519 .74}

823 .6063 ]

L6T5,165 10,005 972 679, 60T 2328 13,180,075
559 819 10,734 521

T 2,881,263 6,510,190 420,749 301,191 10,143,702 4.70R,TA3 10,005,912 1,211,679 113 506 26 K06 121

Source: Merived from 1076 Census, ‘lable 11, p. 145,


http:519,7.11
http:121.7.19

Tuble S-30

Distribution of Egyptians by Sector, Major Economis Activity,
and Sex, 1976

Government Public Private Other* Unspecified Total

Agriculture M 59,085 25,391 4,618,324 13,871 6,385 4,723,059

and Fishing F 1,937 1,250 151,084 662 631 155,564

T 61,025 26,641 4,769,408 14,532 7,016 4,878,623

Mining and M 292 17,878 12,977 -- 802 31,949

Quarrying F 8 526 813 -- 106 1,453

T 300 18,404 13,790 -~ 908 33,402

Manufacturing M 30,502 552,434 687,656 347 6,094 1,277,033

F 2,341 42,259 44,266 36 707 89,609

T 32,843 594,693 731,922 383 6,801 1,366,642

Electricity, M 43,390 13,666 -- -- 30 57,086

Gas and F 3,336 1,243 -- -- 16 4,595

Water T 46,726 14,909 -- -- 46 61,681

Construction M -- 92.699 322,662 60 1,356 416,777

F -- 5,882 2,993 4 101 6,980

T -~ 96,581 325,655 64 1,457 423,757

Commerce, M 2,855 41 877 755,413 2,981 1,669 807,795

Hotels and F 525 7,500 40,189 300 221 48,736

Restaurants T 3,381 52,377 795,602 3,281 1,890 856,531

Transport and M 164,621 98,018 199,179 43 1,675 463,536

Storage F 9,108 4,185 2,471 2 61 15,837

T 173,729 102,213 201,650 45 1,736 479,373

Insurance, M 21,928 26,281 22,484 5 606 71,304

Real Estate, F 6,676 7,948 1,629 1 249 16,503

Personal T 28,604 34,229 24,113 6 855 87,807
Services

Social Ser- M 1,179,949 13,576 332,605 3,533 2,997 1,532,660

vices and F 250,062 4,157 70,226 1,351 1,498 327,294

Personal T 1,430,011 17,733 402,831 4,884 4,495 1,859,954
Services

Unspecified M 8,199 6,113 76,895 213 59,872 151,292

Activities F 1,246 690 13,904 21 15,026 30,887

T 9,445 6,803 90,799 234 74,898 182,179

TOTAL M 1,510,824 890,933 7,028,195 21,053 81,486 9,532,491

F 275,240 73,650 327,575 2,377 18,616 697,458

T 1,786,004 964,583 7,355,770 23,430 100,10210,229,949

No activity M 5,837,675

(unemployed F 14,122,066

or out of T 19,959,741

the labor
force)
Source: 1976 Census Table 16, p. 169.

*"Other" consists of those in ''cooperative"
and 'foreign and international' sectors.



Table

S-o1

Percentage Distribution of kgyptian Workers by Scctor,
Major Economic Activity and Sex, 1976

Government Public Private Other* Unspecified Total

Agriculture M 1 0.5 97.8 <0.5 <0.5 100.00

and Fishing F ! 1 96.8 <0.5 0.5 100.00

T 1 0.5 97.7 <0.5 <0.5 100.00

Mining and M 1 56.0 40.6 -- 2.5 100.00

Quarrying F 0.6 36.2 56.0 -- 7.3 100.00

T 7 55.1 41.3 -- 2.7 100.00

Manufacturing M 2. 13.3 53.8 <0.5 0.5 100.00

F 2.6 47.2 49 .4 <0.5 0.8 100.00

T 2.4 43.5 53.4 <0.5 0.5 100,00

Electricity, M 76.0 24,0 -- -- 0.5 100.00

Gas and F 72.6 27.1 - -~ <0.5 100.00

Water T 75.7 24,3 -- -- <0.5 100.00

Construction M -- 22.2 77 .4 <0.5 <0.5 100.00

F -- 55.6 42.9 <0.5 1.4 100.00

T -- 22.8 76.9 <0.5 <0.5 100.00

Commerce, M <0.5 S.o 93.5 <0.5 <0.5 100.00

Hotels and F 1.1 15.4 §2.5 0.0 <0, 5 100.00

Restaurants T <0.5 6.1 92.9 <0.5 0.5 100.00

Transport, M 35.5 21.1 43,0 <0.5 0.5 100.00

Storage and F 57.5 26.4 15.06 0.5 <0.5 100,00

CommunicationT 36.2 21.3 J201 <0.5 <0.5 100.00

Insurance, M 30.8 36.9 31.06 <0.5 0.8 100.00

Real Estate, F 40.6 48.2 9.7 <0.5 1.5 100.00

Personal T 32.6 38.7 27.3 <0.5 1 100.00
Services

Social Ser- M 77.0 0.9 21.7 <0.5 <0.5 100.00

vices and I 76,4 1.3 21.5 <0.5 0. 100.00

Personal T 77.0 1.0 21.7 <0.5 <0.5 100.00
Services

Unspecitied M 5.4 4.0 50.8 <0.5 39.6 100.00

Activities [ 4.0 2.2 15.0 <0.5 48, 100.00

T 5.2 3.7 19.8  <0.5 11.1 100.00

TOTAL M 5.9 9.3 73.1 0.5 0.9 100.00

F 39.5 10.6 47.0 <0.5 2.7 100.00

T 17.5 9.4 71.9 0.5 1.0 100.00

Source:  Caleulut fron 1970 densos, Tuble 1o, p. o9 (Table $-30)

*"Other' consists of those in '"cooperative"
and "foreign and international' scctors.



Table S-32

Sex Composition of Esyptian Workers by Sectovr
and Major Economic Activity (Fercent), 1976

Government Public Private Other Unspecified Total
Agricultare M 96.9 95.5 96.8 95.5 91.0 96.8
and Fishing F 3.1 4.5 3.2 4.5 9.0 3.2
Mining and M 97.3 97.1 94 .2 - 88.3 95.6
Quarrying F 2.7 2.9 5.6 - 11.7 4.4
Manufacturing M 93.0 92.9 93.9 0.5 89.6 95.8
F 7.0 7.1 6.1 9.5 10.4 4,2
Electricity, M 92.9 91.9 -- 65.2 93.4
Gas & Water F 7.1 8.1 -- - 34.8 6.6
Construction M -- 96.0 99.1 93.8 03.1 98.3
F -- 4.0 0.9 6.2 6.9 1.7
Commerce, M 84.4 85.9 94.9 90.9 88.3 94.3
Hotels and F 15.6 14.1 5.1 9.1 11.7 5.7
Restaurants
Transport & M 94.8 96.1 98.5 95.6 96.5 96.7
Storage F 5.2 3.9 1.5 4.4 3.5 3.3
[nsurunce, M 75.9 76.9 93.8 83.3 70.9 81.2
Real Estate F 24.1 23.1 6.2 16.7 29.1 18.8
& Personal
Services
Social Ser- M 82.5 76.8 82.6 71.5 66.7 82.4
vices und F 17.5 23.2 17.4 28.5 33.3 17.6
Personal
Services
Unspecificd M 86.8 89.9 84.7 91.0 80.0 83.0
Activities F 13.2 10.1 15.3 9.0 20.0 17.0
TOTAL M 84.0 92.3 95.5 90.1 81.5 93.2
F 5.4 7.7 4.5 9.9 18.5 6.8
Source: Calculated from 1976 Census, Table Lo, p. 169 (Table 5-30)

*"Other" cousists of those in 'cooperative"
and "foreign and international' sectors.



Table S-33

Distribucion of Egyptiaas by Sector, Industry and Sex, 1976

Food and
Beverages
Production

Spinning and
Weaving,
Leather and
Clothes

vood, Wood
Products and
Furnicure

Paper and
Printing and
Related Proiucts

Chemicals,
Chemical Products
Petroleum
Products, Coal
and Plastic

Non metallic

Mining Products

Basic Metal
Products

Machinery
Productions

ijther

Manufacturing

TOTAL
Manufacturing

—Hmxz

M

—Amx —H4 7

-

M

-~ T X — mn < — <

— <

M

o

(manufacturing only)

Government Public Private Other”Unspecified Total

2,575 70,879 89,049 416 1,100 163,049
187 5,596 3,152 i 178 9,114
2,762 76,475 12,201 47 1,278 172,763
19,318 241,035 236,319 173 2,227 199,072
1,125 18,821 31,904 25 265 52,140
20,443 259,856 268,223 198 2,492 551,212
822 4,893 151,688 93 815 158,311
8 298 2,141 54 2,510
830 5,191 153,829 102 369 160,821
5,488 18,560 16,869 12 320 11,249
415 1,323 934 1 11 2,714
5,903 19,883 17,803 13 361 13,963
1,209 68,443 15,231 -- 338 85,221
S65 8,233 1,603 -- 93 10,494
1,774 76,676 16,834 .- 431 95,715
-- 23,776 41,458 17 293 65,544
-- 1,052 1,570 -~ 21 2,643
-- 24,828 43,028 17 314 68,187
-—- 46,758 13,391 -- 261 00,410
-- 1,002 245 -- 7 1,254
- 47,760 13,630 -- 268 61,664
903 76,622 117,448 6 -- 668
15 5,797 2,331 -- -- - 38
918 82,419 119,77 3} -- 706
187 1,468 6,203 -- 72 7,930
26 137 k$:1d -- 10 559
213 1,005 6,389 -- 32 §,489
30,502 522,343 087,656 347 6,094 1,277,033
2,341 12,259 44,2066 36 707 89,609
32,843 504,693 "31,922 383 6,301 1,366,042
Source: 1976 Census Table 16, p. 1969

*Cooperative, foreign and international



Table S-354

BY SECTOR,

INDUSTRY AND SEX

PERCEYTAGE DISTRIBUTION OF EGYPTIAN MANUFACTURING WORKERS

Source: ialculated from

A
B

6 Census, Table 16, p. 16y

(Table §-33).

Government  Public Private Others Unspecified Total
Food and Beverage
Male 2 43 54 0.5 0.7 100.0
Female 2 61 35 <0.5 2.0 100.0
Total 2 44 53 <0.5 0.8 100.0
Spinning, Weaving, Leather
and Clothes
Male 4 48 47 <0.5 <0.5 100.0
Female 2 36 62 <0.5 0.5 100.0
Total 4 47 49 <0.5 <0.5 100.0
Wood, Wood Products, and
Furniture
Male 0.5 3 96 <0.5 0.5 100.0
Female 0.5 12 85 <0.5 2.0 100.0
Total 0.5 3 96 <0.5 0.5 100.0
Paper and Printing and
Related Products
Male 13 45 41 <0.5 0.8 100.0
Female 15 49 34 <0.5 1.5 100.0
Total 14 45 40 0.5 0.8 100.0
Chemicals, Chemical
Products, Coal, Petrol.
Male 1 81 18 - 0.5 100.0
Female 5 78 15 - 0.9 100.0
Total 1.8 80 18 - 0.5 100.0
Non-Metallic Mining
Male - 36 63 <0.5 U.5 100.0
Female - 40 59 - <0.5 100.0
Total - 37 63 <0.5 0.5 100.0
Basic Metal Products
Male - 78 22 - <0.5 100.0
Female - 80 19 - 0.7 100.0
Total - 78 22 - <0.5 100.0
Machinery
Male —
Female — _—
Total —
Other Manufacturing
Male 2 19 78 - 0.9 100.0
Female 5 24 69 - 2.0 100.0
Total 3 19 78 - 1 100.0
Total Manufacturing
Male 2 43 54 N3 2.3 100.0
Fomado 3 37 49 0.5 n.3 00,0
Total 2 A 34 <0.5 0.5 100.0



Table S-35 Percentage Sex Distribution of Egyptian Manufacturing
Workers by Sector,and Industry

Government Public Private Others Unspecified Total

Food and Beverages

Male 93.2 92.7 96.6 97.9 86.1 94,7
Female 6.8 9.3 3.4 2,1 13.9 5.3
Spinning, weaving, clothes
and leather
Male 93.1 92.7 88.1 87.4 89.4 90.6
Female 6.9 7.3 11.9 12.6 10.6 9.4
Wood, wood products and
furniture
Male 99.0 94,3 98.7 91.2 93.8 98.1
Female 1.0 5.7 1.3 8.8 6.2 1.9
Paper and Printing
Male 93.2 93.5 94.9 92.3 88.9 93.7
Female 6.8 6.5 5.1 7.7 11.1 6.3
Chemicals, petrol, coal
Male 68.3 89.2 90.5 - 79.1 89.0
Female 31.7 10.8 9.5 - 20.9 1.0
Non-Metallic Mining
Male - 95.8 96.5 100 93.3 96.0
Female - 4,2 3.5 0 6.7 4.0
Basic Metal Products
Male - 97.8 98.5 - 97.4 97.9
Female - 2.2 1.5 - 2.6 2.1
Machinery
Male
Female
Other Manufactufing
Male 87.8 93.8 93.9 - 87.8 93.4
Female 12.2 6.2 1 - 12.2 6.6
Total Manufacturing
Male 3.0 92.8 94.0 90.6 89.6 93.4
Female 7.0 7.2 6.0 9.4 10.4 6.6

Source: Calculated from 1976 Census, Table 16, p. 169 (Table S-33).



Table 5-36

Distribution of Lducational Attainment, Sector, and Sex, 1976

Educationai I1literate Literate Elementary Less than  Tntermediate Higher than University Unspecified TOTAL
Level (Reads § Intermediate Certificate Intermediate and
writes) Certificate lower than higher
Sector University o
Agriculture and Fishing M 3,631,277 738,240 35,578 13,260 31,683 475 12,302 19,787 1,512,002
F 117,663 5,275 518 268 2,378 95 1,008 2,396 . 129,598
T 3,748,937 743,515 36,096 13,528 34,061 570 13,310 52,183 4,642,200
Mining and quarries L2} 14,031 9,168 1,935 816 2,784 208 7,582 287 31,811
F 451 140 55 77 347 18 272 i3 1,433
T 14,482 9,308 1,990 893 3,131 256 2,854 330 33,244
Manufacturing M 524,424 474,646 88,892 41,748 88,644 3,620 39,558 8,678 1,271,210
F 30,436 20,024 7,917 7,143 15,837 1,236 5,754 632 88,979
T 554,860 494,670 96,809 48,891 104,481 5,856 45,312 9,310 1,300,189
Electricity, water and gas M 13,772 18,586 4,067 1,901 13,589 677 4,223 256 57,071
F 171 68 88 252 2,880 245 877 11 4,592
T 13,943 18,654 4,155 2,153 16,469 922 5,100 267 61,0663
Construction M 222,051 128,473 21,312 7,398 15,640 1,011 11,576 8,163 115,624
F 1,765 461 227 312 2,317 249 1,428 56 6,815
T 223,816 128,934 21,539 7,710 17,957 1,260 13,004 8,219 122,439
Commerce, restaurants M 184,481 503,462 37,780 17,899 31,269 1,343 18,832 7,036 " 80Zioz
and hotels F 12,259 20,185 1,904 2,665 7,343 566 2,806 461 18,189
T 196,740 523,647 39,684 20,564 38,612 1,909 21,638 7,497 850,291
Transportation, storage, H 149,255 171,848 62,205 26,316 33,935 2,729 13,847 2,406 162,531
and communication F 756 403 696 1,517 9,018 825 2,513 45 15,77
T 150,011 172,251 62,901 27,833 42,953 3,554 16,360 2,451 478,314
Insurance and other services M 5,045 11,307 8,773 2,431 26,481 1,048 T 71.929 245 T T1.159
{real insurance) F 163 121 408 710 9,520 948 4,596 16 16,182
T 5,208 11,428 9,181 3,141 30,001 1,996 26,525 261 87,714)
Social services and M 328,241 406,670 121,806 76,259 312,789 35,590 241,137 8,118 1.530.610
personal services F 62,218 14,971 4,977 9,804 139,198 20 ,42¢ 71,753 1,812 325,159
T 390,459 421,641 126,783 86,063 451,987 56,016 312,890 9,930 1,855,769
Unspecified activities H 67,192 37,097 7.783 5,160 13,560 738 8,896 1,470 7 719 Boo
F 15,558 3,100 1,158 1,081 4,451 437 2,191 995
T 82,750 40,197 _ 8,941 6,241 18,011 1,175 11,087 5,465
TOTAL M 5,139,769 2,499,497 390,131 193,188 564,379 TTAR,139 T 374 FR3I T H9LAA6 @ 3
F 241,437 64,748 17,948 23,829 193,289 25,075 83,198 6,167 R
T 5,381,206 2,564,245 408,079 217,017 757,663 73,514 468,080 95,913 9,965,717
Source: 1976 Tensus, Table 17, p. 174. - o - T T/ /T mrTm s T




fercentage Distribution of Educational Attainment by Sector and Sex, 1976

Illiterate lLiterate Elementary Less than Tntermediate fHligher than University Unspecified TOTAL
(Reads & Intermediate Certificate Intermediate and
writes) Certificate lower than higher
o _ University . _
Agriculture and Fishing M 80 16 0.8 0.3 0.7 0.01 G.3 I 100
F 91 4 0.4 0.2 2 0.07 0.8 2 ¢ 100
T 81 16 0.8 0.3 0.7 0.01 0.3 1 100
Mining and Quarrying M a3 39 6 3 3 0.7 T8 0.9 100
F 31 i0 4 5 24 3 19 3 100
T 44 28 6 3 10 0.8 9 1 100
Manufacturing M 11 37 7 3 7 0.3 3 TS T 100 T
F 34 23 9 8 18 1 6 0.7 100
T 41 36 7 4 8 0.4 3 0.7 100
Electricity, Gas and M 24 33 7 3 24 1 7 0.4 100
Water F 4 1 2 5 63 5 19 0.2 100
T 23 30 7 3 27 1 8 0.4 100
Construction M 53 31 S 2 4 0.2 3 2 T 1on
F 26 7 3 S 39 4 21 0.8 100
T 53 31 S 2 4 0.3 3 2 100
{ommerce, Restaurants M 23 63 S 2 4 0.2 2 0.9 100
and Hotels F 25 42 4 6 15 1 [ 1 100
T 23 62 S 2 S 0.2 3 0.9 100
fransportation, Storage M 32 37 13 6 7 06 3 T oS T o
and Communication F S 3 4 i0 57 S 16 0.3 100
T 31 36 13 6 9 0.7 3 0.5 100
insurance and Uther M 7 16 12 3 29 1 I 0.3 100~
Services (real services) F 1 0. 2 4 58 6 29 0.09 100
T 0 13 10 4 34 2 30 0.3 100
Social Services and M 21 27 8 5 20 2 16 0.5 100
Personal Services F 19 5 2 3 43 6 22 0.6 100
5 _ T 21 23 7 5 24 3 17 0.5 100
Unspecitied Activities M 16 16 3 T 1 T - S T ion
3 54 11 4 q 15 2 8 3 100
T 48 23 S 4 10 0.7 6 3 oo
Source:

Calculated from 1976 Census, Table 11, p. 145 (Table S-30)



Bistribution of Bducational Attainment by Industry and Sex

Table

5-338

{manufacturing only)

“TEducational

Food, fobacco § Beverages

Spinning, Weaving,

Munuf:nclgf_i}}& . -

Illirterate

literate Elementary

Less than

Intermediate  iligher than

, 1976

University

Clothing and leather

Wood und Furniture

Faper and Printing

Unspecified  TOTAL

Chemical, Coal,
Petroleum Froducts,
Rubber and Plastic

Non-metallic Mining
products
petroleum § coal)

Metal preducts (Basic)

Machinery

Other Manufacturing

TOTAL

Source: 1976

174.

Census, ‘table 17, p.

l.evel {Reads & Intermediate Certificate Intermediate and
writes) Certificate lower than higher
_ _ ) . Unijversity
M 77,279 52,801 10,633 3,912 1,930 404 5,005 1,211 163,081
e 2,933 1,752 686 521 2.2 167 791 69 9,043
1 80,212 54,553 11,319 1,433 13,0¢C 571 6,690 1,280 172,124
TTTTTHTT 185,593 215.664 T 37,497 18,166 26,805 S T733 3,070 3,338 77 196,976
F 2,202 15,397 5,067 2,989 4,182 248 1,248 122 51,815
1 207,855 231,061 12,564 21,155 31,047 991 10,318 3,750 548,741
R - Y T 56,769 6,631 1,559 1,165 36 71T 1,308 77 1506,637
F 1,391 396 178 7 234 19 77 13 2,412
1 89,737 57,165 6,809 1,743 1,399 55 700 1,351 159,049
T TTTTTMTT10,835 T 16,7800 31,631 1,881 3,908 195 T T sy T T T Ioy T Tav.gae:
F 373 195 211 242 982 93 59] 9 2,696
T 11,208 16,975 1,842 2,123 4,890 288 3,346 216 43,888
] 2IZY T 28,971 7,364 4,187 12,580 793 7,593 105 7 85,170
F 1,132 1,314 1,096 1,841 3,266 271 1,536 33 10,489
T 24,504 30,285 8,360 6,028 15,846 1,064 9,130 442 9,,65Y
T M 736,930 7T 18,338 3,074 1,280 3,164 141 1,456 612 65,015
{except F 1,287 215 95 181 529 51 198 21 2,577
T 38,217 18,553 3,169 1,461 3,693 192 1,674 633 67,592
M T T20.377 19,054 3.807 3,001 9,459 686 3,642 331 60,357
F 117 70 51 123 578 51 258 2 1,250
1 20,394 19,124 3,950 3,124 10,037 737 3,900 335 61,607
T o M 78,108 7 63,6063 14,674 7.427 20,087 T 594 T "®.187 1,211 194,951
F 740 593 4903 1,130 3.817 3206 1,015 26 8,140
1 78,848 64,256 15,167 §,563 23,904 1,920 9,202 1,237 203,097
TTTTTH 3,683 T T TT606 521 225 T T T Tas0o T T TTIR T T TTTAe 61 7,881
F 201 a2 10 30 12 10 a0 7 551
1 3,885 2,698 621 261 605 38 256 b8 8,432
X I B A & I N1 - - J TTAT,7AR T 88,647 TTXe20 7T TE9RER T TR, 68Y 1,271,210
F 30,436 20,024 7,917 7,143 15,837 1,236 5.754 632 88,979
T 554, 860 184,670 a6, 809 48,891 104,481 5,856 45,312 930 1, R0, 188




Table S§-30

Percentage Distribution of Educational Attainment by Industry and Sex, 1976

(manufacturing ouly)

IiTiterate Literate Tlementary  Less than  intermediate Migher than  Uni versity Unspecified  10TAL
! (Reads § Intermediate Certificate Intermediate
writes) Certificate lower than
: — _University

Food, Tobacco and M a7 32 7 2 7 0.2 4 0.7 100

Beverages F 32 19 8 6 23 2 9 0.8 100
e l o v 32 7 o 3 8 0.3 4 o7 100

Spinning, Weaving, M 37 43 8 4 S 0.1 2 0.7 oo

Clothing and Leather F i3 30 10 6 8 0.5 2 0.8 100

T 38 2 8 4 6 0.2 2 0.7 100

hood and Forniture N S6 36 K] 1 0.7 <0.1 0TS 0.8 100

F 58 1¢ 7 3 10 0.8 3 2 100

N T S 30 4 1 0.9 <0.1 0.5 u.§ 109

Faper and Printing S TS a1 il s EN 0.4 7 6.5 100

F 14 7 8 9 36 3 22 0.3 100

B e T 26 39 11 S 11 0.6 8 0.5 100

Chemicals, Coal, M 7 34 8 S 15 0.9 9 0.5 100

Petroleum Products, F 11 13 10 18 31 3 15 0.3 100

Rybber and Tlastic T 26 32 9 6 17 1 10 0.5 100

Non-metallic Mining M 57 28 5 2 5 0.2 2 0.9 100

products (except F 50 8 4 7 21 8 0.8 100

petroleum § coal) T 57 27 S 2 5 0.3 2 U.Y 100

Metal preducts (Basic) M 33 32 6 5 16 1 6 0.5 o

F 9 6 4 10 46 4 21 0.2 100

S T 33 31 6 5 16 1 6 0.5 100

Hachinery M 40 33 8 4 10 0.8 4 0.6 160

F a 7 6 14 47 4 12 0.3 100

. T 39 32 7 4 12 0.9 5 0.6 100

Other Manufacturing M 47 33 7 3 6 0.4 3 0.8 100

F 30 17 7 7 23 2 7 1 100

i T 40 32 7 3 7 0.4 3 0.8 100

TOTAT M 41 37 7 3 i 7 0.3 3 0.7 100

F 34 23 9 8 18 i ¢ 0.7 100

T 4] 3¢ 7 4 8 0.4 32 0.7 10

Source: Calculated from 1976 Census Table 17, p

. 174




Agriculture and
Fishing

Mining and
Quarrying

Manufacturing

Electricity, Gas
and Water

Construction

Commerce,
Restaurants
and Hotels

Transportation,
Storage and
Communication

Insurance and
Services
(real estate)

Social and
Personal
Services

Unspecified
Activities

Table §-40

Age Distribution of Egyptians by Sector and Sex, 1976

0-10 11-20 21-30 31-40 41-50 50+ Unspecified Total

M 371,669 1,440,174 817,725 810,634 673,766 608,628 463 4,723,059
F 42,615 65,522 13,628 13,811 11,528 7,435 25 155,564
T 414,284 1,505,696 831,353 824,445 685,294 616,063 488 4,878,623
M 289 5,126 8,841 8,501 6,412 2,761 29 31,949
F 40 533 539 225 72 24 - 1,453
T 329 5,679 9,380 8,726 6,484 2,785 29 33,402
M 16,004 346,801 357,349 280,617 181,585 94,389 228 1,277,033
F 1,506 42,076 30,294 9,757 3,925 2,037 14 89,609
T 17,570 388,877 387,613 290,374 185,510 96,426 242 1,366,642
M 52 7,806 23,486 13,905 8,641 3,094 2 57,086
F 8 1,891 2,329 282 73 12 - 4,595
T 60 9,697 25,815 14,187 8,74 3,100 2 61,681
M 3,156 146,916 105,253 77,733 2,071 31,573 75 416,777
F 301 3,032 2,688 640 192 123 4 6,980
T 3,457 149,948 107,942 78,373 52,263 31,696 79 423,757
M 11,615 145,289 159,168 189,422 164,875 137,308 118 807,795
F 924 11,321 12,030 9,758 8,057 6,591 15 48,736
T 12,579 156,610 171,198 203,180 172,932 143,899 133 856,531
M 2,178 55,853 142,901 130,466 91,828 40,277 33 463,536
F 104 4,597 8,447 2,087 462 137 3 15,837
T 2,282 60,450 151,348 132,553 92,250 40,414 36 479,373
M 157 7,483 23,786 19,732 12,717 7,410 19 71,304
F 58 5,620 8,309 2,076 348 85 8 16,503
T 215 13,098 32,095 21,808 13,065 7,495 27 87,807
M 6,033 235,323 525,226 371,419 264,517 129,860 176 1,532,660
F 6,885 98,700 136,105 54,827 21,742 8,958 69 327,294
T 12,918 334,031 661,331 426,246 286,259 138,824 245 1,859,954
M 11,735 45,637 29,747 19,213 14,210 29,666 1,084 151,292
: 3,464 10,284 6,712 4,507 3,014 2,625 281 30,887
T 15,196 55,921 36,459 23,720 17,224 32,291 1,365 182,179
Source: Derived from 1976 Census, Table 19, p. 196.



Table S-41

Percentage Age Distribution of Egyptians by Sector and Sex, 1976

0-10 11-20 21-30 31-40 41-50 50+ Unspecified Total

Agriculture and M 8 30 17 17 14 13 ). 5 100
Fishing F 28 42 9 9 7 5 <0,5 100

T 8 31 17 17 14 13 <0.5 100

Mining and M 7 16 28 27 20 9 <0.5 100
Quarrying F 3 37 37 16 5 1 -- 100

T 7 17 28 26 19 8 <().5 100

Manufacturing M 7 27 28 22 14 7 <0.5 100
F 2 7 33 11 4 2 <0.,5 100

T 7 28 28 21 14 7 <0.5 100

Electricity, Gas M <0.5 1 25 15 5 <0.5 100
and Water F <0.5 41 50 7 2 0 -- 100

T <0.5 16 42 23 14 5 <0.5 100

Construction M 1 35 25 19 12 <().5 100
F 4 43 39 9 3 1 <(0.5 100

T 1 36 25 18 12 8 <0.5 100

Commerce, Restaurants M 1 18 20 24 20 17 <0.5 100
and Hotels F 2 23 24 20 17 13 <0.5 100

T 7 1R 20 24 20 17 <0.5 100

Transportation, M <0.5 12 31 28 20 9 <0.5 100
Storage and F <0.5 1 29 57 13 3 0.5 100

Communication T <0.5 12 31 29 19 8 <0.5 100

Insurance and M <0.5 11 34 28 18 10 <0.5 100
Services F <0.5 34 50 13 2 1 <0.5 100

(real cstate) T <0.5 15 36 25 15 9 <().5 100

Social and M <().5 15 34 24 17 8 <0.5 100
Personal Services F <(0.5 30 42 17 7 3 <0.5 100

T <0.5 18 36 23 15 7 0.5 100

Unspecified M 8 30 20 13 9 20 7 100
Activities F 11 32 23 15 10 8 7 100

I 8 31 20 13 9 18 1 100

Source:  Calculated from 1976 Census, Table 19, p. 14906,



Food, Beverages
and Tobacco
products

Spinning, Weav-
ing, Clothing
and Leather

Wood, Wood
products and
Furniture

Paper and

Printing

Chemicals, Coal
and Petroleum
products

Non metallic
Mining (ex.
Coal § Petrol.)

Basic Metal

products

Machinery

Other manufac-
turing

TOTAL: M

—

M

—

M

lard

M
F
T

Table S-12

Age Distribution
Distribution of Luyptians by Industry and Sex

(manufacturing onty)

0-10 11-20 21-30 31-40 41-50 50+ Unspecified Total
1,436 32,952 43,015 42,438 29,452 14,316 40 163,649
145 3,958 3,412 963 410 226 -- 9,114
1,581 36,910 46,429 43,401 29,862 14,542 40 172,763
5,735 139,651 140,487 103,934 71,620 37,567 78 499,072
856 27,736 14,175 5,367 2,606 1,392 8 52,140
6,591 167,387 154,662 109,301 74,226 38,959 86 551,212
4,961 63,297 32,188 25,364 17,030 15,422 49 158,311
203 1,145 498 282 201 178 3 2,510
5,164 64,442 32,686 25,646 17,231 15,600 52 160,821
203 8,903 12,650 10,445 6,305 2,726 17 41,249
36 1,009 1,142 373 114 38 2 2,714
239 9,912 13,792 10,818 6,419 2,764 19 43,963
121 12,269 29,185 25,066 14,018 4,554 8 85,221
19 3,492 5,345 1,316 243 78 -- 16,454
140 15,761 34,530 26,382 14,261 4,032 8 95,715
1,259 16,796 16,079 15,229 10,592 5,581 65,544
151 1,197 775 304 159 57 -- 2,643
1,410 17,993 16,854 15,533 10,751 5,638 8 68,187
145 12,695 21,660 15,636 8,105 2,161 8 60,410

6 416 642 149 34 7 - 1,254

151 13,111 22,302 15,785 8,139 2,168 8 61,664
2,058 57,600 60,128 41,023 23,469 11,348 19 195,647
69 2,844 4,154 942 131 40 1 8,181
2,129 60,444 64,282 41,965 23,600 11,388 20 203,828
144 2,638 1,957 1,482 994 714 1 7,930
21 279 151 60 27 21 - 559
165 2,917 2,108 1,542 1,021 735 i 8,489
10,064 310,801 357,349 280,617 181,585 94,38y 228 1,277,033
1,506 42,076 30,294 9,757 3,925 2,037 14 89,609
7,570 388,877 387,643 290,374 185,510 90,420 242 1,366,642

Source:

Derived from 1976 Census, Table 19, p.

196.



Tuble S$-43

Percentage Age Distripution of Egyptians in Manufacturing
by Industry and Sex, 1976

Age: 0-10 11-20 21-30 31-40 41-50 50+ Unspecified Totul

Industry: Sex:

Food, Beverages M 1 20 26 26 18 5 <0.5 100
and Tobacco F 2 44 38 11 4 2 -- 100
production T 1 21 27 25 17 8 <0.5 100

Spinning, Weaving, M 7 28 28 21 i 8 <0.5 100
Clothing and F 2 54 27 10 5 3 <0.5 100
Leather T 1 30 - 28 20 13 7 <0.5 100

Wood, Wood products M 3 40 20 16 11 10 <0.5 100
and Furniture F 7 48 20 11 8 7 <0.5 100

T 3 40 20 16 11 10 <0.5 100

Paper and M <0.5 22 31 25 15 7 <0.5 100

Printing F <0.5 38 42 14 4 1 <0.5 100
T <0.5 23 32 25 15 6 <0.5 100

Chemicals, Coal M <0.5 14 34 29 16 5 <0.5 100
and Petroleum F <0.5 33 51 12 2 1 -- 100
products T <0.5 17 36 28 15 5 <0.5 100

Non metallic M 2 26 24 23 16 9 <0.5 100
Mining (excluding F 6 46 29 12 6 2 -- 100
Coal § Petroleum) T 2 26 25 23 16 8 <0.5 100

Basic Metal M <05 21 36 26 13 3 <0.5 100
products F <0.5 3 51 12 3 1 <0.5 100

T <0.5 21 36 26 13 3 <0.5 100

Machinery M 1 30 31 21 12 6 <0.5 100

F 1 35 50 12 2 1 -- 100
T 1 30 31 21 12 15 <0.5 100
Other Manufacturing M 2 33 25 19 13 9 <0.5 100
F 4 50 27 11 5 4 -- 100
T 2 34 25 18 12 9 <0.5 100
TOTAL M 1 27 28 22 14 7 <0.5 100
F 2 47 33 11 4 2 <0.5 100
T 1 28 28 21 14 7 <0.5 100

Source: Calculated from 1976 Census Table 19, p. 1906,



Table S-44

Distribution of Managers and Businessmen by Sector of Employment, Educational Attainment and Sex, 1976

Illiterate Literate Elementary Less than Intermediate Higher than First Higher Masters Ph.D. Unspecified Total
reads and Intermediate Certificate Intermediate University Diploma
writes Certificate less than degree
University

Government M -~ 48 6 4 4,2:1 223 6,084 194 178 81 19 11,051
F -- -- -~ -- 210 30 486 11 14 5 -- 756

T -- 48 6 4 4,424 253 6,570 205 192 86 19 11,807

Pubiic S -- 156 19 12 3,301 230 6,538 220 172 68 88 10,804
F -- -- -- -- 80 25 368 2 4 -- -- 479

T -- 156 13 12 3,381 255 6,906 222 176 68 88 11,283

Private M -- 6,052 800 410 9,617 209 3,509 90 94 71 3,212 24,064
F -~ 11 2 S 350 10 175 1 4 1 9 568

T -- 6,063 802 415 9,967 219 3,684 91 9¢ 72 3,221 24,632

Cooperative M -- 1 -- ~- 161 1 63 -- -- -- -- 226
F -- -- -- -- 1 - .2 - -- -- -- 3

T -- 1 -- - 162 65 -- -- -- -- 229

Foreign M -- - -- 1 23 1 49 -- 4 4 -- 82
International F -- -- -- - 2 1 8 - - . - 11
Diplomat T -- - -- 1 25 2 57 -- 4 4 -- 93
tinspecified M -- 6 -- -- 83 1 59 -- -- 1 6 156
F -- -- -- -- 24 -- 8 -- 1 1 -- 34

T -- 6 -- . -- 107 1 67 -- 1 2 O 190

Total M -- 6,263 828 427 17,399 660 16,302 504 448 225 3,325 46,383
¥ -- 11 2 5 667 66 1,047 14 23 - 7 9 1,851

T -- 6,274 827 432 18,066 731 17,349 518 471 232 3,334 48,234

Source: 1976 Census, Table 22, pp. 239-322.



Table S-45

Distribution of Accountants by Sector of Employment, Educational Attainment and Sex, 1976

Illiterate Literate Elementary less than Intermediate Higher than First Higher Masters Ph.D. Unspecified Total
reads and Intermediate Certificate Intermediate University Diploma
writes Certificate lower than degree

University

Government M -- _-

-- -- 1 -- 27,632 188 94 14 -- 27,929

F -- -- -- -- - -- 8,038 15 9 3 -- 8,065

T - - - - 1 -~ 35,670 203 103 17 -- 35,994

Fublic M -- -~ ~-- -- 1 -- 19,509 148 79 1 -- 1$,738
F -- -- -- -- - -- 4,611 9 7 1 - 4,628

T -- -~ -- -- 1 .- 24,120 157 86 2 -- 24,366

Private M -- -- -- -- 1 -- 8,462 66 37 S -- 8,571
F - - - - - - 1,271 5 1 -~ -- 1,277

T -- - - -- 1 -- 9,733 71 38 5 -- 9,848

Cooperative M -- -- - -- - - 246 - - -- - 246
F -- -- -- -- -- -- 41 -- -- -- -- 41

T -- -- - - - -- 287 -- -- -- -- 287

Foreign M -- - -- -— - - 155 - 2 - -- 152
Internaticnal F -- - - - -- - 54 - - - - 54
Diplomat T -- -- -- - - -- 209 - 2 - - 211
Unspecified M -~ -- - - - - 286 1 1 - - 288
F -- -- -- -- - -- 68 -- 1 -- -- 69

T -- - -— - .- -- 354 1 2 -- -- 357

Total M -~ -- .- -- 3 - 56,290 403 20 20 -- 56,929
F - -- - -- -- -- 14,083 29 4 4 - 14,134

T -- -- -- -- 3 -- 70,373 432 24 24 -- 71,063

Source: 1976 Census, Table 22, pp. 239-322.



‘‘able S-46

Listribution of Lawyers by Scctor of Employment, Educational Attainment and Sex, 1976

I1literate Literate Elementary Less than Intermediate Higher than First  Tigher Masters Ph.D. Unspecified Total
reads and Intermediate Certificate Intermediate University Diploma
writes Certificate less than degree

University

Government

M -- 220 92 61 439 42 14,133 346 35 135 40 15,555
F -- 10 3 8 52 11 1,953 11 4 K 2 2,058
T -- 236 95 69 491 53 16,086 357 19 139 18 17,613
Public M -- -- -- -- -- -~ 2,691 35 4 7 -- 2,737
F - -- -- -- -- -- 435 3 -- -- -- 438
T -- -- -~ -- -- -~ 3,126 38 4 7 -- 5,175
Private M -- 1,215 236 141} 284 7 5.798 60 8 54 6 7,809
F -- 1 1 -- -- -- 292 1 1 1 -- 297
T -- 1,216 237 141 284 7 6,090 61 55 6 8,106
Cooperative M -- -- -- -- - - 10 - . - - 10
F -- -- -- -- - -- 1 -- -- -- -- 1
T -- -- -- - - - 11 -- -- -- -- 11
Foreign M -- -- - - - - 35 - - - - 35
International F -- - -- - - - - - - - - -
Biplomat 1 -- -- - -- .- -- 15 - - - -- 35
Unspecified M -- 1 1 - 1 -- 85 2 1 9 1 101
F -- -- - -- -- -- 12 1 - -- -- 13
T -- 1 1 -- 1 -- 97 3 ] 9 1 114
Total M -- 1,442 329 202 724 49 22,752 143 48 205 53 26,247
F -- 11 4 8 52 11 2,693 16 S S 2 2,807
T -- 1,453 333 210 776 60 25,445 459 53 210 55 24,054

Source: 1976 Census, Table 22, rp. 239-322.



Government

Male
Female
Total

Public

Male
Female
Total

Private

Male
Female
Total

Distributton of Englneers & P

Table S-47

rofeasionals by Sector of

Employment . Educational Attainment and Sex. 1976

More than

Intermediate First

Foreign, International

or Diplomat
Male
Female
Total

Unspecified
Male
Female
Total

Total

Male
Female
Total

Less than
Internediate Intermediate less than
Illiterate Literate Elementary Certificate Certificate University
- - - - 35,330 3,762
- - - -- 938 242
- . - - 36,268 4,004
_— - - - 29,328 2,180
_— - - - 819 113
-_— - - - 30,147 2,293
_ - - - 8,608 763
_ - _— - 203 34
-— — - -— 8,811 797
- - - - 51 2
- . - - 51 2
— - - -- 84 26
- . - - 30 2
—_ —_— - - 414 28
_— _— -— - 73,701 6,733
- - - -- 1,990 391
—— - - - 75,691 7,124
Source: 1976 Census, Table 22, pp. 239-322.

lniversity Higher

Degree Diploma
19,728 102
2,368 9
22,095 111
16,576 99
1.531 5
18,107 104
7,613 55
475 1
8,088 56
69 1
4 -
73 1
475 1
47 -—
522 1
44 461 258
4,424 15
48,885 273

Masters'

101

126

81

89

51

52

239

273

Ph.b

142
14
156

19

9

53

54

2117
15
232

Secified Total

-- 59,165
-— 3,595
- 62,760

- 48,283
-- 2,476
- 50,759

- 17,143
- 715
- 17,858

- 126

- 130

- 892
- 79
- 971

-~ 125,609
-- 6,869
-- 132,478



Table S-48

Distribution of Scientific Professionals by Sector of Employment,
Educational Attainment and Sex, 1976

Illiterate Literate Elementary Less thun Intermediate Higher than First Higher Masters Ph.D.Unspecified 7Total
reads and IntermediateCertificate Intermediate University Diploma
writes Certificate less than degree

University

Gurernment M - .-

-- -~ 1,986 142 6,245 45 6l 30 -- 8,509
F -- -- -- -- 656 130 8,300 27 28 7 -~ 9,154
T -- -- -- -- 2,642 272 14,551 72 89 37 -- 17,663
Public M -- -- -- -- 901 62 1,033 14 7 -- -- 2,017
F -- -- -- - 179 46 805 3 4 -- -- 1,037
T -- - -- -- 1,080 108 1,838 17 11 -- -- 3,054
Private M -- - -- .- 1,191 20 431 8 5 1 to-- 1,656
F -- -- -- -- 115 18 473 2 6 -- -- 614
T -- -- - - 1,306 38 904 10 1l 1 -- 2,270
Cooperative M -- -- -- - - -- - - - . - -
F - - -- - - . - - - - - -
T _— - - - - - - - - - . -
Foreigpn ] -- -~ -- -- 31 -- 66 3 5 4 -- 109
[International F - -- -- - 14 2 70 2 1 — - 89
biplomat T - - - - 45 2 136 S 6 4 -- 198
Unspecified M - -- - -- 64 4 a6 1 - - - 115
F -- - - -- 10 1 46 1 -- - - SB
T -- -- -- - 74 S 92 2 - -- -- 173
Total M -- -- . - -- 4,173 228 7,821 71 78 35 -- 62,406
F -- -- - -- 974 197 9,700 35 39 7 -- 10,952
T -- -- -- -- 5,147 425 17,521 106 117 a2 -- 23,358

Source: 1976 Census, Table 22, pp 239-322.



Table S-49

Distribution of Teachers by Sector of Employment, Educational Attainnent and fSex, 1976

Tlliterate Literate Elementary Less than Intermediate Higher than First Higher Masters [Ph.D. Unspecified Total
reads and Intermediate Certificate Intermediate University Diploma
writes Certificate lower than degree
University
Government M -- -- -- 3,881 79,073 14,937 60,720 1,133 1,633 3,487 -- 164,864
F -- -- -- 1,926 43,765 11,664 24,724 198 528 541 -- 83,346
T -- -- -- 5,807 122,838 26,601 85,444 1,331 2,161 4,028 -~ 248,210
Public M -- -~ -- 177 1,049 137 755 11 22 39 -- 2,190
F -- -- -- 83 480 107 331 3 9 2 -- 1,015
T -- -- -- 260 1,529 244 1,086 14 31 41 -- 3,205
Private M -- -- -- 1,360 2,390 350 1,735 39 47 86 -- 6.013
F -- -- - 945 2,323 334 1,257 10 34 17 -- 4,920
T -- -- -- 2,311 4,713 684 2,992 49 81 103 -- 10,935
Cooperative M -~ -- -- 8 6 -- -- - .- -- 22
F -~ -- -- 1 6 1 1 -- -- -- -- 9
T -- -- -- 9 12 1 9 -- -~ -- -- 31
Foreign M - -- -- 4 1 -- 1 -- -- -- -- 6
International F -- -- -- 1 2 1 -- -- -~ -- -- 4
Diplomat T -- -- -- ] 3 1 1 -- -- -- -- 10
Unspecified M -- -- -- 53 509 103 454 7 13 24 -- 1,163
F -- - -- 32 282 72 181 3 6 1 -- 577
T -~ -- -- 85 791 175 635 10 19 25 -- 1,740
TUOTAL M -- -- -- 5,489 83,028 15,527 63,673 1,190 1,715 3,636 -- 174,258
F -- -- -- 2,988 46,858 12,179 26,494 214 577 561 -- 89,871
T -- -- -- 8,477 129,886 27,706 90,167 1,404 2,292 4,197 -- 204,129

Source: 1976 Census, Table 22, pp. 239-322.



Distribution of Doctors, Dentists and Veterinarians by Sector of

Table S-50

Employment, Educational Attalnment and Sex, 1976

Source:

Illiterate lLiterate Elementary

toverument

Male 306 1,960 456

Female 137 1.513 630

Total 1,043 3,473 1,086
Public

Male 70 481 105

Female 66 118 35

Total 136 599 140
Private

Male 123 649 81

Female 268 720 119

Total 391 1,369 200
Covperative

Male - -- -

Female - 1 -

Total -- 1 —
Forelgn, International

or Diplomat

Male - 1 -

Female - 2 1

Total - 3 1
Unspecified

Malc - 26 6

Female 11 9 4

Total 11 35 10
Total

Male 499 3,117 648

Female 1,082 2,363 789

Total 1,581 5,480 1,437

lLess than
intermediate

Intermediate

More than
intermedtate First
less than

Certiflcate Certificate

473 5,341
1,213 25,313
1,686 30,654
86 575

48 1,268
134 1,843
81 689

91 1,002
172 1,691
- 6
- 6
1 5

1 6

11

4 33

5 165

9 198

645 6,649
158 27,754

i
1,003 34,403

1976 Census, Table 22, pp. 239-322.

University Higher Un-

University  Degpree Diploma Masters' Ph.D Specified Total
2,288 17,534 730 288 390 17 29,783
896 7,743 197 111 68 48 38,469
3,184 25,277 927 399 458 65 66,252
90 1,520 45 25 28 4 3,029
42 669 18 8 5 2 2,279
132 2,189 63 33 33 6 5,308
68 4,179 121 58 147 4 6,200

25 674 18 6 5 13 2,941

93 4,853 139 64 152 17 9,141
- 9 - - - - 15
- - - - - - i
- 9 - - - - 16
1 25 1 - 2 - 36
- 2 — - - - 12
1 27 i - 2 - 48
7 140 4 - 4 1 225
8 49 1 - 1 2 255
15 189 5 - 5 - 480
2,454 23,407 901 371 571 26 39,288
971 9,137 234 125 79 62 4].9'57
3,425 32,544 1,135 496 650 o) By



Tuble §-51: [Educational Enrollments by Program and Sex, 1973-1979

1973-74 1974-75 1975-76 1976-77 1977-78 1978-79*
Number 3 Number % Number % Number E Number E Number
Primary Male 2,422,052 64 2,518,121 63 2,535,663 60 2,541,505 59 2,560,130 58 2,589,615

Female 1,497,809 69 1,556,772 67 1,585,273 65 1,610,451 63 1,651,215 62 1,697,509
Total 3,919,861 66 4,074,893 65 4,120,936 62 4,151,956 60 4,211,345 59 4,287,124

Preparatory Male 727,131 19 786,981 20 869,486 21 925,299 21 969,011 22 979,626
Female 372,571 17 412,820 18 469,577 19 510,230 20 549,467 21 567,682
Total 1,096,702 18 1,199,801 19 1,339,063 20 1,435,529 21 1,518,478 21 1,547,308
Secondary- Male 217,515 6 226,784 6 236,143 6 256,982 6 268,862 6 283,140
General Female 106,088 5 113,542 5 122,176 5 135,879 5 147,34 6 159,935
Total 323,603 5 340,326 5 358,31 5 392,861 6 416,208 6 443,075
Secondary- Male 214,139 6 227,953 6 247,185 6 262,377 6 276,048 6 303,979
Technical Female 104,311 5 116,671 5 126,851 5 141,173 6 156,061 6 181,190
Total 319,050 5 343,624 5 374,056 6 403,550 6 432,109 6 485,169
Secondary- Male 431,654 11 454,737 11 483,328 11 519,359 12 544,910 12 587,119
Total Female 210,999 10 230,213 10 249,027 10 277,052 11 303,407 12 341,125
Total 642,653 11 684.950 11 732,355 11 796,411 12 848,317 12 928,244
Training Male 17,787 0.5 13,865 0.5 18,505 0.5 18,284 0.5 16,899 ¢©.5 21,317
Colleges Female 13,441 1 14,410 1 14,5009 1 14,460 1 16,623 1 19,278
Total 51,228 0.5 35,275 0.5 33,014 0.5 32,744 0.5 36,522 0.5 40,595
University Male 195,637 5 224,799 6 296,650 7 317,519 7 334,701 8 335,973
Female 80,426 4 95,501 4 124,934 5 136,131 5 141,835 5 149,691
Total 276,065 5 320,100 5 421,584 6 453,650 7 476,536 7 385,664
Total Male 3,794,251 100 4,003,503 100 4,203,632 100 4,321,966 100 $,428,651 100 4,513,650 100
Enrollments Female 2,175,246 1060 2,309,516 100 2,445,320 100 2,548,524 100 2,662,547 100 1,775,285 100
Total 5,969,497 100 6,313,019 100 6,646,952 100 6,870,290 100 7,091,198 100 7,288,955 100

Source: Derived from CAPMAS, Statistical Indicators, July 1980, pp. 152-164.
*

Estimated values.




Table S-52

Higher Institute and Universi:ty Gradusies: Expected Supply and Demand, 1977-1980

1 tveralties & 1977 1978 1975 1980
Bigler Jendo- oxpoc— __Balnnce  gradu- expsc- __ Balsnoe _ gradu- expec- _ Bolance  gradu- expec- __ Belance
vtes  -ted dofi~ gur- gtes ted defi- sur— ates ted Jefic sur= ates ted doti= wsur-
Tamtitutions ' daxand ¢it  plus demand c¢it plus dound"oit ~ plus . demand c¢it . plus
ATt : " 5328 41';0 - 196 ., 6302 ,488.9. - 1413 7019 SKS - 157% .'?899 6121 = 1769
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Jources T genersl departmept of lsbour forcs ressarches (Minisiry of Eanpowsr)., 1977.

Reproduced from

Institute for National Planning, Factors Affecting Public Sector Salaries Policy in Fgypt
(Cairo: Dbecenber 1079), p. 170
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Table $-53

University Enrollments by Faculty and Sex, 1973-1979

1973-74 1974-75 1975-76 1976-77 1977-78 1978-79*

Humanities

11,332 13,816 18,399 25,104 23,004 23,947
13,880 16,553 19,580 19,790 20,966 21,492
25,212 30,369 37,979 42,894 43,970 45,439

Arts

— 7z

Commerce M 36,988 17,501 64,504 75,700 82,126 83,467

F 16,255 19,368 20,004 30,518 30,213 30,757
T 53,244 67,369 90,508 106,218 112,339 114,224
Law M 20,363 23,706 28,952 30,318 34,266 36,402
F 5,657 6,797 8,084 10,592 11,374 11,688
T 26,020 30,503 37,036 40,910 45,640 48,090
Teaching M 15,834 19,096 23,134 24,555 27,578 29,063
F 5,922 7,405 9,334 10,294 12,322 14,964
T 21,756 26,3501 32,468 34,849 39,900 44,567
Other M 20,381 21,820 27,586 26,275 26,089 26,897
F 14,550 16,892 22,981 23,231 23,388 25,396
T 34,931 38,712 50,567 49,500 49,477 52,293
Total M 104,898 125,939 162,575 179,952 193,063 199,776
F 56,265 67,515 85,983 94,425 98,263 104,297
T 161,163 193,454 248,558 274,377 291,326 304,073

Sciences
Medicine M 30,157 34,025 36,845 36,590 39,8438 36,958
F 9,277 10,449 12,171 13,203 14,602 15,333
T 39,434 44,474 49,016 49,793 54,450 52,791
Engineer- M 24,601 24,817 29,560 29,809 32,981 32,520
ing F 3,660 4,294 5,480 5,821 6,036 6,027
T 28,261 29,111 35,040 35,630 39,017 39,147
Agricul- M 23,775 25,963 29,238 29,545 28,499 27,177
ture F 6,086 7,711 8,098 3,378 3,234 9,185
T 30,461 33,674 57,336 37,923 36,733 36,362
Sciences M 7,515 3,310 9,326 10,984 12,794 12,959
F 3,187 3,041 4,236 4,822 5,183 5,037
T 10,702 12,451 13,562 15,306 17,977 7,996
Other | 3,319 3,758 29,423 30,639 27,516 26,583
F 1,134 1,079 8,966 3,482 8,917 5,712
T 4,753 3,437 38,389 40,121 36,433 35,295
Totul M 89,367 97,373 134,392 137,567 141,038 136,197
F 24,244 PAUNAIR] 38,551 11,7006 43,572 45,394
T 113,011 125,147 173,343 179,273 185,210 181,591

Source: CAPMAS, Statistical Yearbook, June 1980.
*Preliminary




Table

5-54

Enrollment Indices for University Faculties, 1973-1979

1973-74 1974-75 1975-76 1976-77 1977-78 1978-79

Humanities
Arts M 100.0 121.9 162.4 203.9  203.0 211.3
F 100.0 119.3 141.1 142, 151.1 154.8
T 100.0 120.5 150.6 170.1 174 .4 180.2
Commerce M 100.0 128.4 174.4 204,77  222.0 225.7
F 100.0 122.2 160.0 187.7 187.7 189.2
T 100.0 6.5 170.0 199.5 211.0 214.5
Law M 100.0 116.4 142.2 148.9 168.3 178.8
F 100.0 120.2 142.9 187.2 201.1 206.06
T 100.0 117.2 142.3 157.2 175.4 184.8
Teaching M 100.0 120.6  146.1 155.1 174.2 183.5
F 100.0 125.0 157.6 173.8 208.1 252.7
T 100.0 121.8 149.2 160.2 183.4 204.8
Other M 100.0 107.1 135.4 128.9 128.0 132.0
F 100.0 116.1 157.9 159.7 160.7 74.5
T 100.0 110.8 144.8 141.7 141.6  149.7
Total M 100.0 20.1 155.0 171.5 184.0 190.4
F 100.0 120.0 152.8 167.8 174.6 185.4
T 100.0 20.0 154.2 170.2 180.38 188.7

Sciences
Medicine M 100.0 112.8 122.2 121.3 132.1 122.6
F 100.0 112.6 131.2 140.3 1587.4 170.7
T 100.0 112.8 124.5 1.6.3 138.1 133.9
Engineering M 100.0 100.9 120.2 121.2 134.1 132.2
F 100.0 117.3 149.7 159.0 181.3 181.1
T 100.0 103.0 124.0 126.1 140.2 138.5
Agriculture M 100.0 109.2 23.9 124.3 119.9 114.3
F 100.0 115.3 121.0 125.3 123.2 137.4
T 100.0 110.5 122.6 124.5 120.6 119.4
Sciences M 100.0 117.2 124.1 146.2 170.2 172.4
F 100.0 114.2 132.9 151.3 162.0 158.0
T 100.0 116.3 126.7 147.7 168.0 68.2
Other M 100.0 113.2 886.5 923.1 429.0 300.9
F 100.0 117.1 625.2 661.2 621.8 ©07.5
T 100.0 114.4 807.7 344 .1 766.5 “42.0
Total M 100.0 109.0 150.4 153.9 158.5 152.4
F 100.0 114.6 160.7 172.0 179.7 187.2
T 100.0 110.2 152.6 157.8 163.0 159.5
Source: Calculated from Table S$-45.



