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EXECUTIVE SUMMARY
 

[. Purpose and Scope of the Study 

In 1987, USAID/Guatemala commissioned an assessment of Guatemala's 
institutional capabilities for fulfilling the private sector's skills training needs. 

investment climate; a growth in GDP of about 3.2 percent in 1987; 

II. The Setting 

A. Economic Conditions 

After six years of recession, the economic 
Cerezo administration in 1986 has produced some 

stabilization plan 
desirable results: 

introduced by the 
a more favorable 

a drop in inflation to 
10 percent from close to 40 percent in the previous year, and an improved balance of 
payments. The statistics indicate that a moderate expansion will continue in 1988. 
However, the six years of deep recession generated a surplus of skilled workers in most 
sectors. Because an assessment of supply-demand imbalances in the labor market 
necessarily changes with the level of economic activity, the important issue in this study
is the response capabilities of Guatemala's skills training institutions under current or 
expanding economic conditions. 

B. Employers Surveyed 

A stratified random sample of 805 employers from the manufacturing and agro
business sectors was used to analyze training needs. The sample included 23 industrial 
sectors, covering 180 occupations and more than 31,000 jobs. The survey instrument,
stratified by industry size, location, and age in fifteen departments of Guatemala, was 
designed to collect information for each occupation on vacancy rates, education and skill 
levels required, types of training used, and preferred training providers. 

C. Training Institutions Surveyed 

Formal and nonformal training institutions were surveyed to assess their 
capabilities to provide skills training. Formal schools included one private and six public
secondary schools offering entry-level training and a trades diploma. The nonformal 
institutions included INTECAP, which is financed by private industry through a payroll 
tax; church-sponsored programs such as KINAL and JUNKABAL; and private-sector 
programs such as FUNTEC, which was organized by private enterprise. 



Ill. 	 Principal Findings: Survey of Employers 

A. 	 Industry Characteristics 

According to the criteria established for the study, the following six sectors 
comprise major economic activities: Chemicals and Allied Products;
Manufacturing of Textile Mill Products; Selected Food Products; Manufacturing of 
Apparel and Other Textiles; Printing, Publishing, and Allied Industries; and 
Manufacturing of Nonmetalic Minerals. 

Over 28 percent of the firms surveyed export some portion of their products. The 
Drawback Industries, Chemical and Allied Products, Manufacturing of Apparel and 
Other Textiles, and Textiles Mill Industries were the sectors with the highest 
porton of exported goods. These industries export mostly to Central American 
Common Market, followed by the United States. 

Obstacles to expansion of operations included lack of financing, lack of trained 
personnel, and restrictive laws. The industry most affected by lack of trained 
personnel is Manufacturing of Apparel and Other Textiles. 

B. 	 Training Needs 

* Currently almost 50 percent of employees receive training from their employers
and 20 percent from institutions. Almost 50 percent of employers would prefer to 
have that training provided by an institution. Institutional providers do not now 
offer the quality or type of instruction that meets employers needs, nor do 
institutions provide firm-specific training. 

Four occupations were found to be in demand based on vacancy rates. They
include Shoe Sewing Machine Operators and Tenders; Sewing Machine Operators;
Textile Machine Operators; and all Other Machine Operators and Tenders. 

C. 	 Reasons for Vacancy Rates 

* 	 In major economic activities (manufacturing of footwear, apparel, and oth 
textiles; textile mill products, and the drawback industries) vacancy rates may
indicate lack of trained personnel. 

Other possible explanations are low wages, poor working conditions, or lack of 
transportation. 

D. 	 Delivery of Training Services 

• 	 35 percent of employers believe institutions are capable of supplying needed 
training. INTECAP and (distantly) the [mrich Fischmann Technical Institute were 
the two preferred institutions. 

E. 	 Public and Private Sector Interests and Linkages 

* 	 The great majority of employers have no relationship with training providers. 
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The largest and most stable industries in the country are willing to contribute 
additional resources to training providers. Employers indicated a willingness to 
permit training during work hours, to pay salaries during training, to provide 
facilities and equipment and supplies, and to provide instructor salaries. 

Employers prefer to invest additional funds for training of their own employees 
rather than to contribute to the training of potential employees. 

IV. 	 Principal Findings: Institutional Training System 

A. 	 High Schools 

0 	 Vocational high schools aspire to provide entry-level skills training. 

9 	 Deficiencies include lack of operational funds, lack of texts and teaching 
materials, outdated or nonfunctioning equipment, and poorly trained teachers. 

* Two high schools have promise - [mrich Fischmann Technical Institute with close 
ties to the private sector, and Mazatenango because of its assistance from West 
Germany. 

0 	 The Instituto Feminino de Estudios Superiores, a postsecondary school, is highly 
regarded by the drawback garment industries because of its supervisory training 
courses. 

0 	 Improvements to high schools could include textbooks and instructional materials, 
donations of surplus equipment from the United States, and, possibly, loans of 
experienced retired industrial specialists or instructors. An experimental or 
model school could bring these elements together. 

B. 	 Private Voluntary Organizations 

PVO's are valued because they serve the poorest neighborhoods and enable 
participants to earn a living in the informal labor market. They lack resources to 
be a major factor in a national skills training effort. 

FUNTEC is a private-enterprise organization providing technical assistance, 
education, and training. 

C. 	 INTECAP 

* 	 INTECAP is a well-financed and weil-regarded institution. Its major deficiency 
may be its perceived lack of responsiveness to the private sector and its lack of 
advanced skills training and mid-management training. Recent developments such 
as competency-based curriculum and surveys of the private sector may make 
INTECAP more responsive to the private sector. An improving economy should 
bring additional resources to this payroll-supported institution. 
Future strengthening of the institution should focus on firm-specific training, 
improved first-line supervisory training, and quickstart training programs -- all to 
be delivered on a cost-recovery basis. 
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V. Conclusions and Recommendations 

As the economy improves, Guatemala risks encountering skill shortages due to
lack of adequate institutional training capabilities. Investment now in strengthening
skills training is prudent and important in enabling Guatemala's continued economic 
recovery.
 

Recommendations for fall underUSAID assistance three objectives representing
different funding levels and commitment on the part of the Mission. 

In order to restore the training system (or key parts) to minimum acceptable
standards, assistance could include any of the following options: provide
textbooks and teacher materials to skills training institutions, hand tools and 
equipment to selected programs, vocational instructors with scholarships to the 
Mazatenango teacher-training school. These interventions would be a low-cost, 
but highly visible demonstration of USAID's commitment to the poor and would 
preserve the capatity of the system for future development. They would not,
however, prov.de much support to USAID/Guatemala's private-sector development
strategy and would require funds that could be used for potentially more 
productive investments in education. 

In order to upgrade the system to standards capable of producing adequately and 
well-trained workers, assistance could include any of the following options:
provision of scholarships to train trainers, and the development of advanced skills 
training, quickstart capabilities, short courses for supervisors, technical assistance 
for industry-wide programs and in-plant training (especially for small and medium 
sized firms). The advantages to this type of assistance are that it increases 
productivity of new and employed workers, contributes to attracting new industry,
reduces inefficiencies in vocational training, and fosters entrepreneurship.
However, it can be a costly use of scarce education funds and result in an increase 
in recurrent costs to the GOG. It may also raise expectations of firms or workers 
before the full results of the improved training can be realized. 

Building on either of the two previous recommendations, USAID/Guatemata could 
improve the response of skills training institutions to the private sector by either 
selecting a group the Mission currently supports (such as AGG or FUNTEC) or 
establishing a new foundation to manage a USAID-financed matching grant fund. 
The assistance would be directed to INTECAP, PVO's and/or MOE schools and 
could also include in-plant training. This approach would increase competitiveness
and revitalize existing skills training institutions as well as improve linkages and 
responsiveness to the private sector. The foundation would administer matching 
grants, under the supervision of an advisory committee made up of one 
representative of USAID, one representative of the private sector, and one 
representative of the troining institutions. The project would earmark some funds 
to assist INTECAP (especially in quickstart training and an improved delivery 
system) and some funds for the Fischmann school (to upgrade its textbooks and 
training technologies). This approach is relatively low cost, adaptable, easy for 
USAID to manage, and supportive of the Mission's private-sector development 
strategy. Before adopting this alternative, USAID/Guatemala should explore
whether this use of training resources is appropriate and whether this increases 
the recurrent costs of the GOG. 
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I. PURPOSE AND SCOPE OF THE STUDY 

In 1987, USAID/Guatemala commissioned "an assessment of Guatemala's 
institutional capabilities for fulfilling the private sector's skills training needs." The 

assessment was structured around four major questions: 

* 	 What are the skills training needs of the private sector? 

" 	 What skills training is currently available? 

" 	 What is the gap between what employers want and what the training 
institutions provide? 

" 	 How can the skills training system become more responsive to the 
needs of the private sector? 

In order to carry out the assessment, the Academy for Educational Development 

formed a team to conduct a series of related studies: 

" 	 an economic overview of skills training needs and labor markets in 
Guatemala; 

" 	 a survey of employers in industry and agro-business regarding their 
need for skills training; 

" 	 an assessment of public and private institutions that provide skills 
training; 

" 	 sectoral studies of skills training needs in tourism, construction and 
transportation. 

The scope of the studies was drawn to focus on manufacturing and agro-business. 
Training needs in agriculture, the predominant economic sector in Guatemala, were being 
assessed separately, as were needs for management training. Thus, this assessment 
focused primarily on manufacturing, which accounts for about 16 percent of GDP and 12 
percent of the labor force. Manufacturing activity is concentrated in the food processing 
industry, which represents close to q5 percent of sectoral output, followed by the textile 

and garment industries, which together represent another 20 percent of output. 

These studies were conducted during the first half of 1988, and the team met 

together in Guatemala in June to analyze the results of the various studies, discuss their 
conclusions, and form their recommendations to USAID for future actions it could take. 



II. THE SETTING 

A. Economic Conditions 

The economic study provided an overview of recent developments in the 
Guatemalan economy and their relationship to needs for skilled labor. The long and deep 
recession, from which the Guatemalan economy is just beginning to recover, generated a 
surplus of skilled laborers in most sectors. 

The economic stabilization plan introduced by the Cerezo administration in 1986 
produced some desirable results, including a more favorable investment climate. After 
six years of deep recession, GDP grew about 3.2 percent in 1987. At the same time, the 
inflation rate dropped to 10 percent from close to 40 percent in the previous year, and 
the balance of payments also experienced some improvement. The statistics available 
indicate that a moderate expansion will continue in 1988. 

The Government of Guatemala's long-term objectives are incorporated in the 
National Development Plan (NDP). The overall strategy of the NDP is to promote 
private-sector growth led by the export industry. These policies have received full 
support from USAID/Guatemala, which has incorporated them in its own private-sector 
strategy. A number of obstacles exist to achieving the long-term objectives of the 
NDP. These obstacles involve counterproductive government policies and structural 
deficiencies of the Guatemalan economy (e.g., weak financial intermediation, a marked 
dual economic system, and shallow markets). 

This assessment was designed to investigate the seriousness of another potential 
deficiency: Whether Guatemala's skills training system has the ability to provide the 
private sector with an adequate supply of skilled workers -- under current or expanding 
economic conditions. With respect to possible supply and demand imbalances for skilled 
workers under current economic conditions, the teami did not expect to find severe 
shortages across the broad spectrum of the economy. Because the assessment of supply
demand imbalances in the labor market necessarily changes with the level of economic 
activity, the truly important issue this assessment addresses is the response capabilities 
of Guatemala's skills training instiiutions under more rapid economic growth or over an 
extended period of time. 

The economic overview of Guatemalan labor markets developed a perspective for 
the succeeding studies based on these principles: 

1. 	 Firms will "demand" a great range of skills if the cost of the training 
is perceived to be very low or no cost at all. "Effective" demand is a 

2 



matter of jobs for which the firm would be willing to pay all of the 
training and wage costs. 

2. 	 Skills need to be considered in two categories. One is general training
for skills which the worker can carry from firm to firm; the other is 
firm-specific skills. Firms have no particular incentive to pay for 
general training but are willing to pay as part of a general cost shared 
by all firms, such as the contributions which fund INTECAP. 

3. 	 The fact that firms are not willing to pay for general skills training 
should not be considered justification for not providing such general
skills training since such training is in the public interest. 

4. 	 Labor market data is a snapshot in time. Most labor markets are 
dynamic. The findings at any point in time are absolutely relevant 
only for that point in time. This idea argues for the systematic 
updating of labor market data to maintain its validity. 

5. 	 Care should be taken not to overvalue the activity of growth elements 
of the economy at the expense of slow-growing sectors. The growth
elements may reflect the availability of a skilled labor force, while 
the slower growing sectors may reflect sectors that have stagnated 
because of the lack of skilled workers. 

B. Employers Thurveyed 

For the labor market survey, interviews of a stratified random sample of 805 
employers from the agro-business and manufacturing sectors were used to analyze 
characteristics and training needs. The sample included 23 industrial sectors, covering 

180 occupations and more than 31,000 jobs. 

The questionnaire was developed by the consulting team's labor market analyst 
and by concerned offices of USAID/Guatemala. The criteria used for the analysis of 
industry characteristics were based upon the strategies of the Private Sector Office for 
addressing potential economic growth. The criteria included the extent to which an 
industrial sector was represented in the sample; the size of the industries within the 
sector; the growth of the sector in recent years; the stability of the sector over time; 

and the location and growth of industrial sectors outside the department of Guatemala. 

The sample was stratified according to the size, location, and age of industries in 
fifteen departments of Guatemala. The survey instrument was designed to collect 
information about the occupations within these industries including vacancy rates, 
education and skill levels required, types of training used, and preferred training 
providers. Additional questions were included in the instrument to assess the perceptions 
of employers regarding their needs for future training; their commitment to provide 
resources for training; their interest in, and problems with, expanding their businesses; 
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their relationships to training providers; and the extent to which they export their 
products.
 

Vacancy rates were used as an indicator of training needs. Research studies 
conducted by the U.S. Department of Labor, Bureau of Labor Statistics, and others have 
shown that the methodology of direct'y requesting employers to identify what their 
training needs in the future will be often yields unreliable information. Therefore, 
objective indicators of present and projected training needs are required in order to 
have a reliable data base from which to draw conclusions. Reliable information cal be 
obtained by identifying the number of employees in each kind of occupation an employer 
has as well as the number of vacancies for each. Using the average vacancy rate 
obtainecd for al! positions and then determining any significant deviation from that mean 
for the vacancy rate of any given occupation can identify those occupations that may 
need training. It is possible that the vacancy rate in any given occupation may be due to 
other factors, such as low wage rates, inconvenient geographical locations, or a lack of 
available trained personnel combined with other factors. Wage rate information was 
requested from the office of Social Security in Guatemala but was not made available. 

The survey instrument was administered by trained interviewers employed by 
Aragon Associates, a research and marketing firm in Guatemala City. The firm was 
contracted by the Academy for Educational Development to conduct the survey over an 
eight-week period from February to April 1988. 

C. Training Institutions Surveyed 

Formal and nonformal training institutions were surveyed as part of this 
assessment. Fifteen training institutions were visited and observations made as to their 
capability to provide skills training. Preliminary visits included elementary schools that 
had been declared "work schools" and PEMEM schools (Proyectos de Extension y 
Mejoramiento de Educacion Media). These schools were eliminated from detailed 
evaluation because they provide only an introduction to industrial arts or to arts and 
crafts. About 40 ciclo basico I schools provide industrial arts and home economic 
classes. Typically, they offer a rotation through woods, metals, and electricity for boys 

I/ The schools are organized with seven years of elementary school, followed by three 
years of ciclo basico and two or three years of ciclo diversificado. In the latter, a
student may obtain a high school diploma (bachillerato) after two years or stay the third 
year and earn a trades diploma (bachillerato industrial). The six years of secondary
education are also referred to as education media. 
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and foods and sewing for girls. These schools also were not included in the final 
assessment because they offer introductory training only. 

Fifteen training institutions were included in the final assessment: seven 
secondary schools that offer a trades diploma, one postsecondary school, INTECAP (the 
national provider of nonformal skills training), and a variety of private voluntary 
organizations. At each institution, training programs were assessed with respect to the 
quality of available workshops, equipment, tools, instructional materials, faculty, and 
curriculum. 

III. PRINCIPAL FINDINGS: SURVEY OF EMPLOYERS 

A. Industry Characteristics 

Six sectors of the industrial economy in Guatemala were found to be major 
economic activities in that they consistently ranked above the average on the criteria 
established for the study. These sectors included Chemicals and Allied Products; 
Manufacturing of Textile Mill Products; Selected Food Products; Manufacturing of 
Apparel and Other Textiles; Printing, Publishing, and Allied Industries; and 
Manufacturing of Nonmetalic Minerals. 

Just over 28 percent of the firms in the study indicated that they exported some 
portion of their products. The drawback industries, as would be expected, export all of 
their goods. About 47 percent of Chemicals and Allied Products export 10-50 percent of 
their products. Manufacturing of Apparel and Other Textiles ranked next with about 38 
percent of firms indicating that they export either 75-100 percent or 10-50 percent of 
their goods. The Textile Mill Industries followed with 37..5 percent of companies 
exporting, mostly in the 10-50 percent range. The Central American Common Market 
continues to receive the greatest share of exports, followed by the United States. 

Fifty-one percent of all employers indicated that they had considered expanding 
their operations. Eight percent of all employers are still considering expansion. 
However, the remainder decided against it for the following reason3: lack of financing 
(24 percent), lack of trained personnel (I percent), and restrictive laws (5.3 percent). 

Of those sectors that cited lack of trained personnel as a reason for not 
expanding, the industry most affected by this situation has been the Manufacturing of 
Apparel and Other Textiles. Fifty-six percent of the firms in this industry considered 
expansion; 20 percent of the firms stated that lack of trained personnel prevented them 

from doing so. 
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B. Training Needs 

An analysis of the labor market survey showed that employers seldom rely on 
training institutions to provide their workers with skills for their occupations. About 20 
percent of employees received their training from institutions, and 47.8 percent received 

their training from their employers. Employers did not know where the remainder of 
their employees received their training. It cannot be inferred from the data that there is 
a lack in any training resources because employers provide training. 

Employers were asked to state a preference for training providers regardless of 
the provider upon which they currently depended. In almost 50 percent of the cases, 
employers selected a training institution. In nearly 20 percent of the cases, they 
preferred to continue providing their own training. In more than 30 percent of the cases, 
employers indicated that they did not know who they would prefer as a training provider, 
they had no preference for a provider, or the desired training was not available in 

Guatemala. 

By comparing present circumstances with employers' preferred situation, there is 
a shift of about 30 percent from self-provided or other types of training to institutional 

training providers. This change can be explained because current providers do riot offer 
the quality or type of instruction to meet employer needs, including company-provided 
training. Second, employers may want institutions to provide some firm-specific training 
that schools generally are not capable of providing nor generally expected to provide. 

Four occupations were found to be in demand based upon vacancy rates. These 
occupations included: Shoe Sewing Machine Operators and Tenders; Sewing Machine 
Operators, Garment; Textile Machine Operators and Tenders; and, All other Machine 

Operators and Tenders. 

For the occupation Shoe Sewing Machine Operators and Tenders, an 
occupation with a relatively large number of employees and high 
vacancy rates, 66 percent of employers train their own workers, 15 
percent rely on institutional training, and the remainder do not know 
where their employees are trained. v/hen asked their preference, 26 
percent of the employers indicated that they would prefer to continue 
giving the training and 53 percent w.ould prefer that the training be 
given by another source, and the remainder did not know or had no 
preference for a provider. 

In another occupation with a high vacancy rate, Sewing Machine 
Operators, 65 percent of employers train their own workers, 12 
percent rely on institutional training, and the remainder do not know 
where their employees are trained. When asked their preference, 
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about 18 percent of employers indicated that they would prefer to 
continue giving training, 61 percent would prefer another provider, 
and the remainder did not know or had no preference for a provider. 

A third occupation showing lack of workers because of high vacancy 
rates is Textile Machine Operators; 77 percent of employers train 
their own workers, about 3 percent rely on institutional training, and 
the remainder do not know where their employees are trained. When 
asked their preference, over 25 percent of employers indicated that 
they would prefer to continue giving training, 50 percent would prefer 
an institutional provider, and about 25 percent did not know or had no 
preference for a provider. 

The fourth occupation showing a relatively high vacancy rate is All 
Other Machine Operators and Tenders. Currently 61 percent of 
employers do their own training, 10 percent rely on institutions, and 
the remainder do not know where their employees are trained. When 
asked their preference, over 17 percent of employers indicated that 
they would prefer to continue giving training, over 49 percent would 
prefer an institutional provider, and almost 33 percent did not know 
or had no preference for a provider. 

In conclusion, employers clearly prefer relying upon an institutional provider for 
training of their workers. It is important to determine the extent to which these 
occupations require firm-specific training and the extent to which employers are willing 

to cover the cost of such. 

The data also show that employees in 58 (31 percent) of the 187 occupations were 
not trained by institutions, rather by employers or some other means such as 
apprenticeships. Projecting to the universe, less than 50 individuals are employed in each 
occupation (Range = 3-46). Therefore, at this time, the demand for training would not be 
great enough to justify training programs in these occupations. Further, some 
occupations, because they are firm-specific in nature, would more appropriately be 
learned on the job. Those learned through apprenticeships could benefit, however, from 

an institutional component. 

C. Reasons for Vacancy Rates 

The major economic activities mentioned above -- manufacturing of footwear, 
apparel and other textiles; textile mill products, and the drawback industries -- are those 
most affected by the lack of trained personnel. The high rate of vacancy prevents these 
industries from being more productive and offering more goods to export markets, 

thereby lessening the impact these industries could have on the country's economic 
growth. The personnel problem experienced by current industry in this area serves as an 
impediment to expansion, as well as a hindrance 1:o the attraction of new industry in 

these subsectors. 
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It is difficult to ascertain to what extent vacancy rates are due to lack of skilled 
personnel, as there are indications in other parts of the data analysis which show that 
vacancy rates persist even with the presence of employer training. The problem appears 
to stem from either the absence of job applicants or poor retention of personnel. In an 
economy of relatively high unemployment or large underemployment, this problem seems 
unusual. Possible factors that explain the high vacancy include low wages, poorrates 

working conditions, or lack of transportation. The latter reason is unlikely since most of 

these industries are located in and around Guatemala City, and a regular bus system is in 

place. 

The Private Sector Office of the USAID Mission has indicated that some drawback 
industries are considering relocation to other parts of the country outside Guatemala 

City because they need to increase wages to attract workers in the city. Therefore the 
vacancy rate in some of these industries cannot be attributed solely to the lack of 

adequate training resources. 

D. Delivery of Training Services 

Employers were asked to evaluate the capabilities of the provider they preferred 
to have train their employers. Almost 35 percent of the employers indicated that they 
believed institutions were capable of supplying the needed training. Another third of the 
responses indicated that employers did not know of a good provider, did not think training 
was available in Guatemala. or did not respond to the question. About II percent of the 
responses indicated that employers preferred a specific training institution but definitely 
believed that it was not capable of responding to the need. About 16.5 percent of 
employers believed the training they provide their isthat that to workers effective, 
while 2.5 percent of employers believed that the training they provide to their workers is 

not worthwhile. The remaining responses indicated some other choice of provider. 

Of the institutions or training providers mentioned by employers, INTECAP was 
most often preferred; it received almost 40 percent of all responses. The second most 
frequently mentioned institution was the Imrich Fischmann Technical Institute, which 

received 1.5 percent of responses. 

For Shoe Sewing Machine Operators, over 53 percent of employers
prefer an institutional provider; almost 26 percent prefer to continue 
giving their own training. Over 61 percent of employers believe that 
their preferred provider is capable of meeting their needs, and about 
15 percent do not believe it is. 



For Sewing Machine Operators, Garment, almost 61 percent of 
employers prefer an institutonal provider; almost 18 percent prefer 
to continue giving their own training. About 45 percent of employers
believe that their preferred provider is capable of meeting their 
needs, and about 22 percent do not believe it is. 

" 	 For Textile Machine Operators, 50 percent of employers prefer an 
institutional provider; 25.5 percent prefer to continue giving their 
own trai-iing. About 45.5 percent of employers beieve that their 
preferred provider is capable of meeting their needs, and about 20 
percent do not believe it is. 

" 	 For All Other Machine Operators and Tenders, over 49 percent of 
employers prefer an institutional provider; about 17 percent prefer to 
continue giving their own training. About 53 percent of employers
believe that their preferred provider is capable of meeting their 
needs, and about 18 percent do not believe it is. 

E. Public and Private Sector Interests and Linkages 

Employers were asked about the kinds of relationships they presently had with 
training providers. The great majority of employers reported no relationship with 
training providers. 

When 	asked what types of resources they would contribute to the training ofr their 
personnel, many more employers indicated a willingness to participate in activities with 

training providers. 

Resources to be Contributed 	 Percent Employer Willingness 

Permit Training Personnel During Work Hours 47.8% 
Pay Complete Salary During Training 35.1% 
Provide Own Facilities 33.5% 
Provide Equipment 31 % 
Provide Materials and Supplies 25.7% 
Provide Instructor Salaries 22.2% 
Provide Transportation to Workers, If Needed 14.4% 
Pay for Curriculum Development 5.2% 

The economic activities most represented in the contribution of resources to 
training providers were Chemicals and Allied Products; Selected Food Products; Printing, 
Publishing, and Allied Industries; Manufacturing of Apparel and Other Textiles; 
Manufacturing of Nonmetallic Mirierals, Except Petroleum and Carbon; Transportation 
Equipment Industries; and Manufacturing of Bakery Products. These are among the 
largest and most stable industries in the country. 
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When asked whether they would be willing to invest additional funds for training 
at this time, employers were more inclined to finance training of their own employees in 
comparison to supporting the training of potential employees. Nearly 49 percent of 
employers said they were willing to invest additional funds for upgrading or updating 
their employees, whereas only 22.4 percent were willing to invest additional funds to 

train poteniial employees. 

Emp'overs continued to favor their own employees when asked about investing in 
the future, however, their willingness to provide support to potential personnel 
increased. Over 46 percent of employers said they were willing to contribute to their 
employees' training in the future, and about one third (32.8 percent) said they would 
finance the training of potential emplo!'ees in the future. The change seen between 
present and future investment in potential employees could be interpreted as employer 
anticipation that the firm's circumstances would improve or that employers' judgment 

about the present is tempered by reality. 

Generally, employers appear to be more willing to invest in training if it will 
immediately benefit the firm. This response pattern also gives rise to the speculation 
that employers will pay for firm-specific training but are reluctant to invest in basic 

skills training that would benefit society in general. 

IV. PRINCIPAL FINDINGS: INSTITUTIONAL TRAINING SYSTEM 

A. Institutional Training Capabilities 

1. High schools 

The vocational high schools aspire to provide entry-level skills training. One 
private and six public secondary schools offer a trades diploma (bachiller industrial). 

Entry-level training is provided to about 2,000 students a year, concentrated in six areas: 
15.9 percent in metal mechanics, 16.1 percent in drafting, 10.2 percent in radio and 
television, 16 percent in electricity, 15.1 percent in auto mechanics, and 7 percent in 
construction. Abouz 400 students are graduated from the industrial high schools each 

year. 

Seniors are placed in on-the-job training positions their last three months of 
school, but no follow-up studies have been done to measure the success of graduates from 
the vocational high schools in the workplace. The Catholic high school in Guatemala 
City carries out an ambitious program of trying to serve the maximum number of 
students possible, but its shops, equipment, tools, texts and instructional materials are as 
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poor as any of the public schools. 

More than 90 percent of the budget for the industrial high schools goes to wages 
and benefits, leaving very little for other operational expenses. The schools have. few 
books or instructional materials. The trades instructors are high school graduates. Other 
than some short courses, few trades teachers have any other kind of higher education. 
Due to severe budget constraints, none of the secondary schools have quickstart training 

capabilities. 

Only two high schools in the study stood out as having any promise - Imrich 
Fischmann Technical Institute in Guatemala City because of its close ties to the private 
sector and the school in Mazatenango because of its assistance from West Germany to 
become a demonstration school and teacher-training center. The most popular programs 
at the Fischmann Institute are drafting, electricity, machine trades, and auto 
mechanics. The Mazatenango school offers similar programs. 

The only postsecondary technical school, Instituto Femenino de Estudios 
Superiores, is highly regarded and is considered a resource for the drawback garment 
industries because of its supervisory training courses. 

2. Private Voluntary Organizations 

The private voluntary organizations do not have the resources to be a major factor 
in a national skills training effort. Non-government, nonformal programs are valued, 
however, because they serve the poorest neighborhoods, and the modest training 
provided, without the benefit of shops or equipment, permits participants to earn a living 
in the informal labor market. For example, KINAL and JUNKABAL are programs 
sponsored by the Catholic Church that provide services to the poorest parts of 

Guatemala City. 

Multiple-use centers, entities under the jurisdiction of the Ministry of Education, 
have not achieved their mission of addressing the nonformal education needs of their 
communities for lack of operational funds. 

FUNTEC is a private-enterprise organization founded in 1985 to address the need 
for technology transfer. Its activities include technical assistance, education, and 
training. It operates several USAID-funded projects. 

The Rotary Club has a long history of assisting technical education in Guatemala 
City. Members of the Club are taking the lead in promoting projects to improve the 
Imrich Fischmann Technical Institute. 
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3. INTECAP 

Nonformal education is dominated by INTECAP (Instituto Tecnico de Capacitacion 
y Productividad), which is financed by private industry through a payroll tax. INTECAP 
is run by the Ministry of Labor and operates six centers, two of them in Guatemala 
City. The headquarters building and the centers are handsome facilities, and the shops in 
the centers are well equipped, supplied, and maintained. INTECAP attempts to keep its 
programs current through the use of advisory committees, labor market surveys, and a 
governing board which consists of six representatives from private enterprise, three from 
labor, and three from government. The chief officer of INTECAP is named by the 
government. INTECAP graduates about 1,000 persons annually in 20 specialties -- 16 
percent in the agricultural sector, 72 percent in the industrial sector, and 12 percent in 
the commercial sector. 

INTECAP is a well-financed institution with considerable technical resources. 
The recovering economy is expected to add even greater financial resources to this 
institution. The major deficiency of INTECAP is its perceived lack of responsiveness to 
the private sector. It is criticized by some observers for not providing advanced skills 
training. It does not have a developed capacity to address the emerging need for mid
management personnel in a recovering economy. Most of its activities have centered on 
providing training at the semi-skilled level. Moreover, the organization is at a crucial 
stage of development where its previous organizational strategies must be reviewed for 
more effective operation. 

4. Conclusion 

Training beyond entry level is minimal. INTECAP considers only 12 percent of its 
training as extending beyond the semi-skilled level, and none of the high schools reach 
beyond the semi-skilled level. Neither the high schools nor INTECAP have quickstart 
training capacity because of the long lead time in their programming and lack of 
discretionary funds. 

INTECAP provides technical assistance to about 1500 firms annually, but some 
requests (such as supervisory training for garment factories) are beyond INTECAP's 
capability. The drawback industry trade association is satisfied with its present suppiy of 
workers but expects shortages at the supervisor and mechanic level as the industry 
grows. 

With a contracting economy through 1986, few unmet needs surfaced. An 
estimated rate of economic growth of 2.8 percent in 1987 made little immediate impact 
on the available labor supply. 
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B. Causes of Institutional Deficiencies 

It is important to ask what the main causes are for the deterioration of and 
deficiencies in Guatemala's skills training institutions. Learning about the causes may 
yield insight into how they might be counteracted, how they might be avoided in the 
future, and what the chances are of realizing improvements. The interpretation of study 
findings is organized in two pa-ts -- that pertaining to the serious neglect and 
deterioration of Guatemala's secondary technical school system and that pertaining to 
reported deficiencies in the INTECAP system. 

I. Secondary Technical Schools 

The main cause for deterioration of the secondary technical schools has been the 
lack of funding allocated to the Ministry of Education by the Guatemala government. 

Guatemala has one of the lowest GDP shares for the public sector in the Western 
Hemisphere. On top of the Jow overall fiscal effort, the Ministry of Education has never 
don, well in the budget allocation process. After years of depressed economic activity 
and declining budgets, little or no funds have been allocated for replacement and 
maintenance of plant and equipment. This problem has been exacerbated at the 
secondary technical schools because they require a much higher investment in equipment 

than more academically oriented schools. 

The secondary technical schools may also have been neglected because their 
visible output, the number of graduates per year, did not decline during the period in 
which their plant and equipment suffered the most. The lesson here is, of course, that 

performance evaluation needs to focus on characteristics other than the number of 
graduates. Technical secondary degrees are frequently used as a remedial measure to 
enter college. Therefore, many graduates and parents had little incentive to complain 
about the poor quality of education. 

Furthermore, declines in the numbers of technically qualified graduates may not 
have been felt during the extended recession, which generated a surplus labor supply. 
Other sources of entry-level workers with basic skills training were also available from 
INTECAP, Army training, father-son apprenticeships, farm cooperatives, company 

programs, etc. 
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2. INTECAP 

What are the main reasons for the frequent criticisms of INTECAP's lack of 
responsiveness to private-sector needs? Notwithstanding INTECAP's adequate resources, 
extensive donor support and advice, and knowledgeable channels to the private sector 
through the latter's representatives on INTECAP's board, INTECAP continues to be 
criticized sharply. This was evidenced in the Employers' Survey as well as in frequent 
informal comments from private-sector leadtrs, USAID/Guatemala officials, and others. 

This assessment of INTECAP shows that INTECAP has much in its favor. If one 
were starting anew to escablish a nonformal training system, it would look very much like 
INTECAP. INTECAP appears to be providing good quality, competency-based and tested, 
entry-level training; has good leadership; is pursuing information exchange and dialogue 
with the private sector; and is self-financing with adequate local and donor support for 
its current programs. From the perspective of private-sector needs, however, INTECAP 
is limited by its inability to provide first-line supervisory training and quickstart training 
programs. INTECAP is often perceived as inefficient, providing low-quality training, and 
unresponsive to private-sector needs. 

INTECAP's funding independence has a lot to do with its lack of responsiveness. 
Earmarking of the one percent payroll tax saved INTECAP from experiencing the same 
neglect as the rest of the skills training institutions. But, at the same time, it allowed 
this institution to survive and even prosper without paying close attention to the needs of 
its clientele, the private-sector firms. 

The political climate and poor economic performance of the economy in the first 
half of the 1980s also depressed INTECAP. Only recently during the last two years, has 
INTECAP been able to rely on funds to increase its activities. Donors have increased in 
number and support since the coming of the democratic regime, and the revenue yield of 
the one percent payroll tax has increased since the turn-around of the economy in early 
1987. Finally, up to 1987, there was little interest in skills training deficiencies because 
of the labor surpluses existing in most skills and economic sectors. 

Not all the criticisms leveled at INTECAP are fully justified. First of all, 
INTECAP's resources are shared with programs not directly or immediately related to 
employers' current demands. These include start-up programs for micro-entrepreneurs; 
specially designed programs and assistance for unemployed youth, urban marginals, and 
the rural underemployed; programs of technical assistance on a wide range of issues for 
small and medium-sized companies; training programs to improve public-sector 

employees; etc. 
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INTECAP's statistics show that while industrial employers contribute only I I 
percent of INTECAP's revenues, 65 percent of INTECAP's courses are in the industrial 
sector. Despite this distribution of courses, industrial employers may feel that they are 
not getting the kind or the quality of skills training they really need. This may be true 
and does call for improved responsiveness and communication with the private sector. 
However, an important caveat must be entered here. As a public institution, INTECAP 
must give priority to training for skills common to various types of companies and 
economic activities. Employers, on the other hand, are more apt to be seeking skills 
training for occupations or for levels specifically related to -heir particular type of firm 

or economic activity. INTECAP's lack of positive response to such firm-specific types of 
training may be understandable -- especially with other more public-oriented demands on 

its resources. 

But INTECAP should be able to provide firm-specific training on a cost-recovery 
basis. Policy guidelines and criteria governing such training -- developed with industry 
representatives -- are needed to bridge the gap between employers' wants and INTECAP's 
response. Given an agreed-upon policy, INTECAP is in the best position to build the 

kinds of capabilities and resources needed to respond to firm-specific requests for 

training. 

Fulfilling such firm-specific training requests may be in the public interest as well 

as in the more narrow interest of a particular company. This may occur if the lack of 
well-trained employees with particular skills constitutes an obstacle t,- business 

expansion, diversification, or new investment that would be in the public interest. 

This study has uncovered some but not all of the actual or perceived factors 
contributing to INTECAP's reported deficiencies. Probably, there is need for improving 

the quality and experience of INTECAP's instructors. And, there is a need for stronger 
private-sector representation and participation to inject new ideas and attitudes and to 

counteract some of the bureaucratic inertia inherent in such a large governmental 
organization. With little chance of seeing any change in INTECAP's earmarked funding 
source, INTECAP's rather monopolistic hold on Guatemala's institutional training implies 

the need for injecting "new blood" periodically. That will require time to take effect. 

C. Factors Favoring Institutional Improvement 

Fortunately, changes are occurring in some of the factors that may have 
contributed to INTECAP's lack of responsiveness to private-sector employers. If so, this 
may be an opportune time for policy intervention. INTECAP is now well funded with 
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flexibility for creating new programs. It has shown a desire to become more responsive 
to the needs of the private sector as demonstrated by the large survey it recently has 
undertaken. Informal INTECAP comments indicate some broad concerns among 
administrators over INTECAP's future development and management -- e.g., concerns 
about organizational strategies and improved effectiveness, centralization versus 
decentralization, and span of control, etc. 

The new government is very aware of the need to invest in a quality labor force as 
one of the pillars of its long-term, export-oriented growth strategy. Expanded 
participation in highly competitive international markets, especially in non-traditional 
areas -- plus hope for some revival of CACM -- calls for greater emphasis on improved 
productivity. And, this in turn, implies improved skills. Steps to make domestic markets 
more open and competitive will also add to such pressures and needs. 

The Guatemalan economy experienced a positive rate of growth in 1987. This is a 
favorable change after more than a decade of recession and stagnation. The stabilization 
plan, started in 1986, has achieved a deceleration of the inflation rate, a stabilization of 
the exchange rate for the quetzal, and a more favorable investment climate. A final 
complementary factor comes from the emergence of a Pew managerial class in 
Guatemala -- graduates from INCAE, AGG, etc. -- who understand the mutual benefits 
to be derived from a more skilled and productive labor force. 

Unfortunately, there are not as many positive factors to work with in bringing 
about a revitalization of the secondary technical school system or, at least, some parts 
thereof. One promising development is a well-planned and financed training-of-trainers 
program being initiated under West German auspices at the Mazatenango technical 
school. Improving the number and quality of skills instructors can provide a good 
foundation for rebuilding the secondary technical schools. The strong relationship of the 
private sector with the lmrich Fischmann Technical Institute in Guatemala City may be 
capitalized upon to help rebuild that school -- perhaps with matching funds raised 
through the Fischmann Foundation. 

Other basic elements may be available at little or no cost -- e.g., textbooks and 
instructional materials; donations of surplus equipment from the United States 
(equipment no longer state-of-the art in the United States but well advanced for 
Guatemala) and, possibly, loans of experienced retired industrial specialists as 
instructors, available via IESC for just the cost of their expenses. The missing link for 
putting all these elements together is some dynamic, private-sector leadership. \With 
such leadership, the Fischmann school could be made into a vital experimental or model 
technical school responsive to private-sector needs. 
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Revitalizing some technical schools would serve two primary purposes: (1) provide 
insurance against future skills shortages -- i.e., preserve enough of the system to build 
upon when Guatemala experiences greater economic growth and skill needs; and (2) help 
the private sector build and direct some alternative, competitive sources of skills 

training programs. 

Another potential factor that could provide some effective leverage with both 
INTECAP and the technical school system may be awaiting active support from 
USAID/Guatemala. West Germany is the leading donor currently in the area of technical 
training. Her local technical assistance representative, Francise Huber, has informally 
suggested the formation of a Council on Donor Countries to coordinate their approaches 
to INTECAP and MOE. With active USAID participation, such a Coordinating Council 
might be able to achieve significant changes and remedial measures not easily attainable 

by any one donor country working alone, implementing such a scheme may not be easy, 
but the idea offers the potential for significant accomplishment. 

V. CONCLUSIONS AND RECOMMENDATIONS 

The absence of critical labor shortages at this time should not allow us to neglect 
the deteriorating state of Guatemala's technical training schools and the growing 
dissatisfaction with INTECAP's lack of responsiveness to employers' training needs. As 
the GOG's export-oriented growth strategy and the Mission's private-sector development 

strategy take hold, they risk encountering significant skill shortages due to the lack of 
adequate institutional training capabilities for numerous occupations and/or skill levels. 
If potential investors are expecte t, undertake the costs of providing their own training, 

they may transfer their expansion or investment plans to other countries competing for 
such new investors by offering training facilities and incentives. 

Prudent planning dictates that steps to improve institutional training capabilities 
be initiated now while time is available and while sorne capacity still exists rather than 
risk waiting for critical unmet training demands to surface. Furthermore, USAID's 
leadership and assistance can take advantage of an environment more favorable now to 
rebuilding Guatemala's skills training facilities. 

Selecting the best potential targets -- means, timing, management, and other 
elements -- remains to be determined via the PID and PP process. The basic alternative 
options -- along with their objectives, components, advantages and disadvantages -- are 
detailed below. The underlying strategy is clear: USAID will be investing in risk 
insurance and preventive medicine. The purpose is to invest in Guatemala's skills 
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training system now to meet future needs rather than to jeopardize Guatemala's 

economic recovery by waiting to address skills needs at some future point when shortages 

become acute. 

Presented below are recommendations for interventions that the team developed 

upon conclusion of the separate studies. The recommendations fall under three 
objectives, representing two different levels of funding an- commitment the part ofon 

the USAID Mission. The first level targets a range of acti'.ities that would seek to 
maintain minimum acceptable standards in the training system. The second level targets 

a range of activities that would significantly upgrade the quality of the training system. 
Finally, the team discusses the option of USAID working through a foundation to 

implement project activities, rather than directly carrying out activities with the 

training institutions. 

Objective 1: Restore training system (or key parts) to minimum acceptable standards. 
Potential activities include any or all of the following: 

" 	 Provide textbooks and teacher materials to all skills training 
institutions. 

• 	 Provide vocational instructors with scholarships to Mazatenango 
teacher-training school. 

" Provide hand tools and equipment to selected programs.
 

" Restore a full training program to an "adopted school."
 

Advantages:
 

" Low-cost, cost-effective, highly visible alternative.
 

" Demonstrates USAID commitment to programs benefiting the poor.
 

" Preserves capacity of system for greater development in the future. 

Disadvantages: 

" 	 Offers little direct support for USAID Mission's private-sector 
development strategy. 

" 	 Requires funds that could be used for potentially more productive 
investments in education. 

" 	 Unless carefully structured, efforts may not lead to resolution of 
private sector needs and may amount to little more than "good will." 
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Ojective 2: Upgrade training system (or parts) to standards capable of producing
adequately and well-trained persons. Potential activities include any or all of the 
following: 

* Develop advanced skills training c.ipebi~ity for selected occupations 
at particular institutions (based on cost-recovery for firm-specific
training). 

" Develop selected quickstart capabilities at particular institutions. 

" 	 Assist in development of short courses and workshops for supervisory 
training. 

* 	 Assist in development of technical assistance for industry-wide and 
in-plant training programs, especially for small and medium-sized 
firms. 

* 	 Provide scholarships to programs for training trainers. 

* Improve quality of training components where needed.
 

Advantages:
 

" Increases productivity of new and employed workers.
 

" Contributes to attracting new industry.
 

" Reduces inefficiencies in vocational training system.
 

" Fosters entrepreneurship.
 

Disadvantages:
 

* 	 Constitutes costly use of scarce education funds. 

* May raise expectations of firms or workers prematurely.
 

" Increases recurrent costs of GOG.
 

Objective 3: Encourage vocational educational system to be more responsive to private
sector needs. 

Various elements within the previous options are aimed at enhancing the skills 
training system and improving its ability to respond to private-sector needs. These same 
elements should appear in whatever project the Mission may develop but are emphasized 

under this objective. 

Building on the Mission's private-sector initiatives, the proposed project would 
work with one of the Mission's institutions that encourage private-sector growth, such as 
the Asociacion de Gerentes de Guatemala (AGG) or FUNTEC. The selected institution 
would manage a USAID-financed matching grant fund aimed at making selected 
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interventions in the skills training sector (INTECAP, PVOs, MOE schools, and in-plant 
trainint'!. The selected foundation would also attempt to coordinate other donor 
assistance. It is envisioned that the management of interventions by the private sector 
would: 

Increase competitiveness among skills training institutions; 

* 	 Develop skills training services that are more responsive to private
sector needs; 

" 	 Improve the dialogue and increase linkages between the public and 
private sectors in the area of skills training, and 

* 	 Revitalize the existing skills training system. 

The 	 foundation would administer the matching grant under the supervision of an 
advisory committee, made up of one representative of USAID, one representative of the 
private sector, and one representative of the public-sector training institutions. The 
performance of the foundation would be audited and evaluated against measurable 

objectives. 

Under this scenario, the project would also earmark some funds to assist INTECAP 
and the lm'ich Fischmann technical school. INTECAP would receive technical assistance 
to develop a capacity to respond rapidly to requests for quickstart training and to 
develop an implementation plan for reorganizing and strengthening its delivery system. 
The Fischmann school would receive limited support to upgrade its textbooks and training 
technologies. The project would also provide additional resources to both institutions, 
conditioned on their performance in the first few years of the project. For example, if 
INTECAP demonstrated a capacity in supervisory training, it could develop programs in 

that 	area. 

Alternatively, USAID could create a new foundation and provide matching grants 
and technical assistance to the foundation. The foundation, in turn, would provide grants 
to eligible deliverers of training services such ds PVO's, INTECAP, MOE schools, and 
private-sector, in-plant programs. The same constraints would be placed on the 
foundation as above, but the funds would not be earmarked for any particular training 
deliverers. 

Advantages: 

Relatively low-cost alternative which buys "seat at the table" for 
USAID. 
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" 	 Promotes competitiveness and responsiveness among training
deliverers to meet private-sector needs. 

" 	 May prevent some public-sector training institutions from going out 
of business if they can compete. 

" 	 Adaptable to any type of employer-specific training need. For 
example, if the employer's need is very firm-specific, then funding for 
technical assistance and training would be borne by the employer. 

" 	 Increases productivity of new and employed workers. 

" 	 Easy for USAID to manage a project of this type. 

" 	 Promotes dialogue between public and private sector in areas of skills 
training. 

• Supports Mission's private-sector development strategy. 

Disadvantages: 

* 	 May constitute inappropriate use of training resources. 

• 	 May increase recurrent costs of GOG. 
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A PERSPECTIVE ON SKILL TRAINING NEEDS
 

AND LABOR MARKETS IN THE GUATEMALAN ECONOMY
 

I. INTRODUCTION 

The Guatemalan economy has made a remarkable come back under the 
stabilization plan introduced by the Cerezo administration in early 1986. After a six
year-long deep recession, preliminary estimates for 1987 indicate a rate of growth in real 
GDP between 2.5 and 3.5 percent, and for 1988, growth projections are in the same 
range. Inflation is significantly down from over 37 percent in 1986 to around 10 percent 
in 1987, and a lower rate is forecast for 1988. An appropriate set of macroeconomic 

policies lies behind this encouraging news. Money supply is under control and the 
Government deficit as a percent of GDP has declined over the last two years. The 
rationalization of exchange rate policies has also contributed to an improvement in the 

balance of payments. 

With success in the stabilization front, the time is right to give emphasis now to 
long term growth microeconomic-oriented policies. A number of these policies have 
been incorporated in the Government of Guatemala National Development Plan (NDP). 
The overall strategy of the plan is to promote private sector growth led by the export 
industry. The NDP contains sensible elements such as the elimination of institutional 

constraints to exports and the operation of free markets, and the encouragement of 
product diversification and domestic savings. Other elements of the NDP are more 
questionable in terms of their long term economic viability, e.g., the growth of micro 
enterprises with six or fewer employees. This type of policy, however, can be justified 

on social and political grounds. 

There are three main obstacles impeding the long-term growth objectives of the 
NDP. The first is a too-broad overall strategy covering all sectors and business sizes of 
the economy. By spreading resources and efforts so thin, it is likely that no single sector 
will experience a significant improvement in increased employment, value added and 
exports. Although with the encouragement of AID and other international donors, there 
has been some search for a few sectors with the greatest growth and export potential in 
which to concentrate, the Government of Guatemala strategy remains too wide in 
scope. An alternative approach could be to imitate the strategy though not necessarily 
the particular economic activities, of the NICs of Southeast Asia, (that is, a coordinated 
activity plan involving both the private and public sectors that concentrates on a handful 

of sectors with large export potential.) 



The second difficulty in the way of achieving sustained long-term growth involves 
a number of present government policies openly in conflict with the growth objective, 
e.g., the export tax or the discriminatory tax treatment of capital income. A careful 
evaluation of present government policies and subsequent reform is the way to proceed 
here. 

The last difficulty facing the Government of Guatemala's long-term growth 
objective includes a number of structural deficiencies of the Guatemalan economy: weak 
financial intermediation, a marked dual economic system, and shallow markets. Another 
possible bottleneck to further economic growth could be the inadequate supply or 
potential supply response of semi-skilled, skilled and technical workers. 

The objective of this study is to analyze and quantify to what extent there exists 
an excess demand for skilled and technical workers in the Guatemalan secondary sector 
(agribusiness and manufacturing), as well as in the construction, tourism, transport and 
communication sectors. Agriculture is excluded because it is L.ng studied elsewhere in 
USAID/Guatemala. Several activities in the tertiary sector are also excluded from the 
scope of work because, a priori, they were thought to be very likely free of skilled labor 
constraints and/or because they have marginal economic significance. It should be noted 
also that our analysis will also not encompass managerial skills because this aspect is also 
being studied elsewhere in USAID/Guatemala. 

II. ISSUES IN THE EVALUATION OF DEMAND NEEDS AND TRAINING RESPONSES 

OF SKILLED WORKERS 
Every economy including those of developed countries can benefit to some degree 

from upgrading the training and skills of its labor force. However it is necessary to 
realize that the demand for labor, at all skill levels, is a derived demand. S'<illed workers 
will be hired only as long as there exists domestic or foreign demand for the commodities 
those skilled workers help produce. It is not a good use of economic resources, and it 
may even be politically destabilizing, to train more workers in particular skills than the 
economy will be able to absorb. It is necessary, therefore, to analyze the issue of the 
adequacy or "needs" of skilled labor both from a demand and a supply perspective. 

In this context there are two basic questions one needs co ask. First, are there 
imbalances (excess demand or excess supply) for particular skills at the present time? If 
so, how important are they? Second, since most markets at any moment in time are out 
of equilibrium, how responsive is supp!y from training inst;.tutions and on-the-job training 
to increases in the demand for particular skills, i.e., are there formal and informal 
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training processes able to deal with market imbalances in a short period of time? 

The ability of formal and informal training institutions to respond to significant 
increases in demand for particular skills depends critically on the existence of a po.ol of 
workers that are trainable (basically, that are literate and have some basic skills and 

appropriate attitudes). Even in the U.S. and other developed countries, study after study, 
has found that employers' main complaint about the effectiveness of on-the-job training 

is the lack of literacy and basic skills and attitudcs of trainees. Guatemala is at the 
bottom of the Western hemisphere countries in the provision of educational services. For 

example, over 50 percent of the population is illiterate. (See Guatemala, Economic 
Situation and Prospects, World Bank, January 1987 for more details.) Therefore, a 

question to ask, from both a social optimum view point and the narrower one of the 
economy's response to an increase in demand for skilled workers, is whether priority, 
should not be given to the use of economic resources in basic general education. 

Comparaive economic studies show that the level of development and labor productivity 
in a country orrelate very highly and significantly with the average level of education. 

To avoid the risk of possibly exacerbating excess supply imbalances of particular 
skills, it is desirable to measure unemployment rates by specific occupation. This may be 

particularly important in the case of Guatemala because of the high official estimates of 
the unemployment rate. Table I presents estimates from SEGEPLAN for open 
unemployment and some measure of under employment and hidden unemployment 
(desempleo encubierto) for 1980 to 1987. For 1987, SEGEPLAN estimates that the open 

unemployment rate in Guatemala is 12.5 percent. Additionally, close to 32 percent of 
the labor force is estimated to be underemployed or suffering from hidden 
unemployment. Adding these two figures, close to half (44.3 percent) of the labor force 
is found by SEGEPL AN to be unemployed. It would seem pertinent, therefore, to ask how 

many of those unemployed workers are skilled workers. 

SEGEPLAN unemployment figures, however, need to be interpreted with caution 
because of the methodology used to derive ther-. SEGEPLAN methodology assumes 

constant input ratios and labor productivity since a 1980 household survey. It then 
proceeds to derive labor requirements from sectoral economic outputs in the national 

income accounts. Unemployment figuL'es are last obtained as a residual from labor force 
estimates for each yeir. A recent study for AID by Peter Gregory (Analysis of the INE 

Household Surve%," see also "Employment and unemployment in Central America" by the 
same author) is nighly critical of SEGEPLAN methodology. Based on preliminary 

information from the recent November 1986 household survey, Gregory argues that 
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SEGEPLAN estimates significantly exaggerate the extent of true unemployment in 

Guatemala. According to him the labor market problem in Guatemala is not one of 

unemployment or hidden unemployment but rather one of low productivity and low 
wages. Gregory concludes that the unemployment rate in Guatemala is not higher than 

the 7.3 percent "open unemployment" rate found in the 1986 household survey for 

Guatemala's metro area. This is hardly the appropriate place to comment extensively on 

methodological issues. From the perspective of the present study twc comments will 

suffice. First, 7.3 percent or less "true" unemployment rate is probably too low an 
estimate for Guatemala, especially considering that the country had been subject through 

1986 to a pronounced six-year long recession. Many developed countries do not show 

today unemployment rates of 7 percent or less even after an uninterrupted worldwide 

economic expansion that has lasted over five years. Second, if the "true" unemployment 

rate in Guatemala is not higher than Gregory's estimates, there is still a good chance of 

significant open unemployment, hidden unemployment, or underemployment in specific 

occupations or skills. Several statements in Gregory's report raise a concern for high 

unemployment in particular skills or occupations: "...unemployment rates are higher 

(from preliminary survey results) as one moves from the population with no education to 

that with more. This pattern is only interrupted among university graduates who report 

the lowest levels of unemployment" (p.2), and "...the openly unemployed group is heavily 

weighted with individuals whose last job was in "large" establishments" (p.2). 

Conceivably, larger establishments are more likely to employ skilled workers. 

If a significant proportion of workers with specific skills is already unemployed, 

training new workers in the same skill will result in labor displacement with no net 

additions to the number of employed workers. In this case, training represents only a 
transfer to those individuals receiving training from other workers now losing their jobs. 

Whether or not a particular skill is in over supply (workers with this skill are unemployed 

or underemployed, that is, holding a job which does not require the skill) can be best 

determined through direct surveys of the labor force. Alternatively, disequilibrium in 

labor markets for particular skills and the persistence of disequilibrium can be detected 

by studying the behaviour of wage differentials across skills over a number of ye ars. This 

latter approach, however, requires the existence of fairly competitive labor markets with 
flexible wages. Competition and flexible wages are not frequently met requirements. A 

casual observation of the construction industry in the Guatemala metropolitan area 
illustrates this point well. Peter Gregory, in the study cited above, reports that 

representatives of the construction industry complained about a shortage of construction 
workers in the metropolitan area. Builders had been forced to truck-in workers from 
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outlying rural areas, a practice which is both costly and time consuming. To Gregory's 
question of why builders did not pay above the minimum wage to attract workers in the 
metro area to the construction industry, builders responded that none of them wanted to 
do so because they were afraid of becoming uncompetitive in contract bidding. 

But if every builder has to pay a higher competitive wage, how is it that any 
single builder would become uncompetitive by so doing? What seems more probable is 
that the builder association of Guatemala City has reached a collusive monopsonistic 

agreement not to pay construction workers wages above the minimum wage. This 
suspicion is reinforced by the Guatemala City builders association practice of publishing 
detailed data on employment and wages for all its members. This is a typical 
enforcement mechanism of collusive arrangements. If these inferences are correct, how 
is one to interpret the "worker shortage" in the construction industry in Guatemala 

City? If builders are asked about the existence of labor shortages they would inanswer 
the affirmative. However, they do not want to pay wages higher than the minimum 
wage. At the same time many qualified workers do not want to work in the sector at the 

going minimum wage. The training of additional workers in construction skills would 

hardly be the appropriate response to this market situation. 

At the present time there does not exist published data on unemployment by 
occupation in Guatemala. However, the 1986 household survey conducted by the 
Instituto Nacional de Estadistica ([NE) did collect information on employment status by 
occupation. These data have been entered into magnetic tape, and we have requested 
from [NE a set of tables on employment and unemployment by occupation category at 
the three digit level. Table A-I presents the basic format of the information requested. 
Officials of [NE have been very cooperative and we hope to have the requested 
information by the end of January 1988. Our hope is that the INE data will provide clues 
about occupations with excess supply and those with tighter market conditions in which 

further training and upgrading of skills is warranted. 

The only published data on wages by occupation in Guatemala is on minimum 
wages. Because of the administrative and slowly changing nature of minimum wages, 
this kind of data generally conveys little reliable information on market conditions by 

occupation. Minimum wages in force in 1987 are presented in Table A-2 Appendix. 
Monthly minimur wages in force in 1987 ranged from Q.33.60 for some agricultural 

workers to Q. 249.90 for journalists (last column of Table A-2.) Some minimum wages 
have not been changed since 1967 and others have changed as recently as 1987. 

Although frequent upward adjustments of a minimum wage may be a reflection of 
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excess demand in the particular labor market, there are many other factors involved in 

the adjustment process, especially political factors. In combination with other wage 

information, however, minimum wage levels and the frequency with which they change 

may contrilute to the understanding of labor market conditions in Guatemala. The 1986 

household survey conducted by INE collected information on monthly salaries by 

occupation. As in the case of unemployment data, monthly salaries have been entered 

into magnetic tape, but they have not yet been processed. We have also requested from 

INE a set of tables of monthly salaries by occupation at three and tv.o digit levels. (See 

Table A-3 in the Appendix for a sample table.) To get a good idea of market tightness 

for each occupation, we would ideally have a time series of monthly salaries by 

occupation instead of salary levels of a single moment in time, Labor shortages in 

particular occupations are likely to be accompanied by faster increasing wages. 

Nevertheless, wage levels by occupation and some knowledge of training costs to 

interpret and confirm unemployment data by occupation may be helpful. 

The working of labor markets and generally, the information content of wages are 

distorted by the presence of labor unions. Labor unions for example can push wages 

beyond those that would take place under market clearing conditions. In the short period 
of time available to us, we were not able to find any study on the impact of unions on 

Guatemala's labor markets. From informal conversations held during our visit in 
December 1987, it would appear that Guatemalan labor unions do not affect in an 

important way a large number of labor markets. 

If no employment and wage data are readily available, what is known from 

previous studies about demand and supply imbalances for skilled workers in Guatemala? 

A quite exhaustive review of the literature shows that no complete study of labor 

markets for skilled workers has ever been undertaken in Guatemala. Several studies and 

reports, however, have directly or indirectly dealt with this issue. In the following 

paragraphs we comment on the main findings of a handful of the studies that have most 

directly dealt with the issue of the adequacy of the supply of skilled workers in 

Guatemala. Our comments will not cover the INTECAP study underway in December 

1987 on effective demand for skilled workers across the entire spectrum of the 

Guatemalan economy. INTECAP survey data still needs to be processed. We hope we 

will be able to comment on INTECAP'S findings in a later version of this report. 

The most ambitious but by now also the most outdated study of skilled labor 

demand in Guatemala is SEGEPLAN's 1978 "Requirimientos de Mano de Obra en al 
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Mediano Plazo: 1977-1983." This study was undertaken as a component of the 1978 
development plan. Its objective was to quantify at a very disaggregated level, four and 
five digi':s of the UII Code, skilled and unskilled labor requirements to meet the 
production objectives of the five-year development plan. EfGEPLAN used an input

output methodology which assumes fixed factor proportions in production. This 
approach, followed in many other countries in the 1960's and 1970's, is convenient but it 
presents serious weaknesses. From the perspective of the present study, SEGEPLAN's 

results are too unreliable and outdated to be of value in the assessment of present needs 

for ski'led worker training in Guatemala. 

Much less complete but perhaps more useful information is provided in "Technical 
Training: An Assessment of Needs and Recommendations for Potential Projects," a May 
1986 report that the International Science and Technology Institute prepared for 
USAID/Guatemala. Interviews were conducted with owners and managers of twelve 
large Guatemala firms with the purpose oi assessing; (1)attitudes regarding the need and 

benefits of training; (2) areas in which formal training should be developed; and (3) 
opinions about the performance of formal training institutions. Not surprisingly, all 
respondents supported and utilized training programs. Although the large firms in the 

survey had several problems with developing their own training, they preferred in-house 
and on-the-job training to any other type of training. This is a typical finding with large 
firms in just about every country. Regarding which areas should be emphasized in formal 

training, the survey produced a list of skills, but this list has only illustrative value given 
the reduced size of the sample. INTECAP was the most frequently cited training 

institution and got overall mixed reviews. Some of the criticisms of INTECAP dealt with 
the quality of teachers and INECAP's inability to communicate what services are 

available. These and a few other criticisms contrast with the generally glowing review 
of INTECAP in IDM's "Project Performance Review of INTECAP" in December 1983. Of 

course, some of the discontent expressed by the interviewed firms with INTECAP should 
be expected and discounted, especially the comments that the courses at INTECAP are 

too basic and general rather than job-specific (more about this below). An interesting 
point made in the report is that in spite of the criticisms, many of the firms in the survey 
wanted to act individually or as a group to improve INTECAP. 

Another recent study for USAID/Guatemala, "The Private Sector Survey for 
Guatemala" by Roger Cowan and Associates (April 1986) also contains useful information 

on skill training "needs." The study surveyed 102 companies of all sizes and all economic 
sectors, although middle size companies with 10 to 100 employees were given more 
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weight. The objective of the survey was to discern whether business expansion 

opportunities existed, and if so what the main problems limiting expansion were. Did 

companies reveal that a lack of skilled workers constrains growth? "Worker deficiencies" 

were mentioned by some companies but many others said they had no problems in this 

area. Interestingly, in the ranking of program components designed to facilitate growth, 

worker training was put among the last, behind finance, technical assistance, new 

markets, and new investment. 

With respect to the preferred institutions to mediate in the solution of 

constraints, INTECAP was the most frequently cited provider of technical training. 

Opinions about INTECAP were again divided. Some companies thought INTECAP was 

doing a good job, but others found it very deficient. 

The "Informe del Estudio de Oferta Exportable de Guatemala" produced by the 

Gremial de Exportadores No Tradicionales in 1986, surveyed 663 businesses, 50 percent 

of which were in manufacturing and 16 percent in agribusiness. Although training needs 
was not cited as an important obstacle to the capability to export (a few clothing 

businesses were the only exception,) most firms ranked production know-how by their 

employees as their most important need. This type of constraint was put ahead of 

marketing, quality control, product design, and administrative skills. Skilled worker 

shortages were cited by 162 firms, the shortages being more critical in the textile and 

clothing sectors. 

Two recent reports on Guatemalan microbusiness have also generated some 

information on skill training imbalances in this sector of the econmy. the first study, 

by the Fundaci6n FADES ["El Sector Informal. Estudio sobre el Sector Informal de 
Producci6n y Servicios en el Area Urbana Central de Guatemala" (Junio 1987)] 

undertakes a carefully designed survey of 800 microbusinesses. Among the findings of 

the survey are that less than 12 percent of those interviewed had ever received any 

formal training, and that while only a small minority of the businesses had an interest in 
administrative training, nearly half were interested in receiving skills training. The 

types of skills demanded included how to use, maintain, and repair equipment and 

methods of quality control. The second study prepared by SUMA S.A. for the office of 

the Vice President [Encuesta - Perfil Preliminar de Microempresas Urbanas Resultados 

Preliminares. Junio 1987] surveyed 400 microbusines~es in Guatemala City and the 

municipalities of Mixco and Villa Nueva. The survey instrument included questions about 

needs for skills training and technical assistance, the willingness by microbusinesses to 

contribute a monthly fee to cover training costs, and time availibility for formal 
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training. Unfortunately, the preliminary results published in the report are not detailed 
enough to be of much help. 

As a group, those recent studies and reports present an inconclusive picture of the 
importance or severity of skill training needs in Guatemala. After reading these studies 
one could arrive at the conclusion that even though there is a need for additional training 
in some areas, there is no evidence of severe imbalance. It would seem that the supply 
mechanisms for skills training have been overall quite responsive to needs. One may get 
the same impression from other sources. For example, USAID/Guatemala Private Sector 
Strategy lists seven main constraints limiting growth of the private sector in the 
Guatemalan economy. These constraints range from an unstable policy environment to 
inadequate financial services. However, shortages or inadequacies oi skilled workers is 
not one of them. 

The fact is, however, that none of the studies reviewed above has been 
comprehensive and rigorous enough to allow safely to reach the conclusion that skillus 
and technical training does not constitute a constraint to the growth and development of 
the Guatemalan economy. A careful study surveying the "needs" of firms for individual 
skills and the responsiveness of training institutions to those "needs" is justified. 

In a conventional survey of "needs" for individual skills, firms are asked about 
present skill grades, vacancies and potential future demand for skilled workers, and how 
they prefer to train their employees. There are number of issues to keep in mind in 
constructing the survey instrument and interpretating the results. The first issue is that 
firms' "needs" for skill training is an ambiguous concept. What skill levels and how much 
of each skill level a firm will demand depends on costs and returns. Costs include both 
training costs and wages needed to pay skille6 workers to keep them on the job. For 
example, if the firms perceive that training costs are nil for themselves, they may 
express a "demand" for all kinds of skills. It is necessary therefore to try to establish 
firms' "effective demand" for skilled workers. By effective demand meanwe jobs for 
which the firm will be willing to pay all of the attendant training and wage costs. 

A second issue to keep in mind is the kind of skills one should expect firms to 
express an interest in. Training and skills can be broadly grouped in two categories: 
general training or skills that the worker can carry with him from firm to firm, and firm
specific skills which are useful to the worker only in a particular firm. Firms will be 
interested in receiving training assistance and be willing to pay only for the second type 
of skills, firm-specific skills. Firms, of course should be very happy to have public 
training institutions cover the costs of a firm-specific type of training. But, it is the 
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general training or skills .hat should be provided by public institutions. With highly 
technical skills, trainees themselves should at least cover part of the cost of training. 
General basic worker skills have a public-good nature. Every firm benefits from a labor 
force that has those general skills. However, no individual firm has an incentive to pay 
for this type of training because it thinks it can be provided free by other firms or the 
rest of society. The solution to the dilemma is to provide basic general training and 
skills education on the same basis as other public goods. The service is publicly supplied 
and all potential beneficiaries make compulsory contributions to the costs of financing 
the service. INTECAP in Guatemala, which is financed with a one percent payroll tax, 
provides a good example of how it should be done. 

One implication of this analysis is that most firms will complain that the training 
offered by the common or public institution is too general and too basic. This kind of 
complaint is logical and expected for selfish reasons. Of course, firms may not realize 
that this general basic training will not be provided anywhere else. They may not realize 
either that compulsory contributions to the public training institutions are unlikely to 
support all the specific training that each one of the specialized firms desires. In the 
case of Guatemala, it is almost certain that the one percent payroll contribution to 
INTECAP is not nearly enough to fund all training costs of each and every one of the 
contributing firms. At present, there is considerable cross-subsidization among firms. 
According to INTECAP's own figures, firms in the tertiary service sector contribute 
about half of INTECAP funding but they receive only 11 percent of INTECAP 
expenditures. The big beneficiaries are firms in the manufacturing sector, which at the 
same time are also the most vocal about INTECAP limitations. Our comments are not 
meant to imply , of course, that all public training institutions, including INTECAP, are 
well run and make an efficient use of their resources. 

A third issue to keep in mind in interpreting survey results is that firms are likely 
to express signiricantly different willingness to pay for firms and general skills. But the 

fact that firms will not be willing to pay for the costs of general skill training should not 
be interpreted as saying that firms will not demand and employ workers with these 

general skills. That is, one should avoid arriving at the fallacy that skills and training 
which firms are not willing to pay for should not be supplied at all. 

A fourth consideration for the interpretation of survey data is its temporal 
validity. In highly dynamic economies, effective demand for particular skills is expected 
to change rapidly making existing data obsolete. In the case of Guatemala, effective 
demand for particular skills is expected to change much less rapidly. Nevertheless, 
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cyclical fluctuations and international trade changes will subject the data to some degree 
of obsolescence. Therefore, it will be necessary to update the data with new surveys of 
periodic intervals, every two or three years. From this perspective, it would be desirable 
to attempt to institutionalize the survey process. A "once-and-for-all" effort will not 
have much lasting value. Collaborating with INTECAP in its ongoing survey, and 
providing technical and financial assistance may be a good way of institutionalizing the 

data gathering process. 

One last issue to consider is the survey's universe. One approach is to take a wide 
view of the economy. The underlying assumption in this approach is that when little or 
nothing is known about training and skill imbalances in the economy, knowledge of 
opportunity cost is needed in order to make informed training policy decisions. A second 
approe , consists of attempting to narrow down the universe of the survey by 

concentrating on those economic subsector activities that have experienced the fastest 
rate of growth in the past few years. The underlying assumption of this second approach 
is that market imbalances for skilled workers are more likely to appear in those rapidly 
expanding economic activities. Although this second approach is intuitively appealing, it 
presents an important caveat. Simply put, those sectors that have been growing faster 
may have done so, at least in part, because of the availability of skilled labor. 
Meanwhile other slower growing or even stagnant sectors may have performed poor.y due 
to the lack of skilled labor or the unresponsiveness of training institutions to their 
needs. It is this possibility that makes it advisable to survey both growing and non
growing sectors. The caveat also points towards the possiblity of related phenomenon 
which will be hard to detect in statistical data. Foreign domestic investment in some 
economic activities or expansion into certain fields may have never taken off in 

Guatemala because of the lack of qualified personnel. A well designed survey instrument 
can gather qualitative data on this type of phenomenon and it may be the only adequate 
way to do so. This issue has many manifestations. For example, has some diversified 
activity in the maquila sector been discouraged because of lack of trained personnel or 

training facilities? 

The fact that it is necessary to survey non-growing and even "still-born" sectors 
together with growing sectors, does not make information on growing sEctors entirely 
useless. This information combined with survey information on effective demand 
imbalances and training institutions' abi!ity to respond could be useful for designing skill 
training policies. Other things equal, it would be preferable to use training resources in 
sectors with higher growth potential. But have there been any economic activities, in 
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the manufacturing sectors in particular, that have grown faster than the rest of the 
economy? We will attempt to answer this question in the next several paragraphs. 

Table 2 presents the annual rate of growth from 1979 to 1985 for the main sectors 
of the Guatemalan economy. The decline in economic activity during the 1981-85 
recession hit practically all "productive" sectors. Economic activity contracted more 
significantly in the mining, manufacturing and construction But agriculture,sectors. 

public utilities and transport and communications also experienced important decreases 
in economic activity. 

The Guatemalan economy is still dominated by the primary sector. Agriculture 
accounts for about one-fourth of real GDP (Table 3) and is by far the largest employer. 
Close to 40 percent of all workers affiliated with the Instituto Guatemalteco de la 
Seguridad Social (IGSS) are employed in the agricultural sector (Table 4). This figure 
gets higher when the entire active labor force is included. Agricultural products also 
represent two-thi-rs of Guatemalan exports (Table 5). 

In contrast, manufacturing, the main focus of this report, represents around 16 
percent of real GDP and employs close to 12 percent of the labor force affiliated with 
the IGSS. Manfacturing activity is concentrated in the food processing industry, which 
represents close to 45 percent of total sectoral output, followed by the textile and 
garment industries that combined represent close to another 20 percent of sectoral 
output (Table 6). 

The evolution of the manufacturing sector between 1979 and 1986 is depicted in 
Table 7, which presents annual rates of growth at the two digit UIIC level. Due to a 
significant decrease in domestic demand and exports, especially to the CACM (see 
bottom of Table .5), the Guatemalan manufacturing sector experienced a depression 
between 1981 and 1986. With very few exceptions, most manufacturing subsectors 
experienced negative rates of growth over that period. To help sort things out, the 
annual rate of growth were algebraically added for each of the two-digit subsectors and 
from that figure we computed the subsector's mean annual rate of growth over the 1979
1986 periods (last column of Table 7). Only one subsector, "other manufacturing 
industries" (UIIC 39) proved to be resilient enough over the period with a mean rate of 
growth in real terms of 4 percent. But even this subsector experienced a negative rate 
of growth of -3.3 percent in 1986. The activities grouped under "other manufacturing 
industries" include jewelry, toys, sporting goods and office goods. Table A-4 in the 
Appendix contains a more disaggregated listing. A few other manufacturing activities 
also managed positive mean rates of growth over the period, although considerably 
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TABLE 2 

PRODUCTO GEOGRAFICO BRUTO POR RAMAS DE ACTIVIDAD A PRECIOS CONSTANTES 

Ai'ZOS: 1979-1985 

(Iasas A uales de Crecimiento) 

RAMAS DE ACTIVIDAD 1979 1980 1981 1982 1983 1984 1985 

PRODUCTO GEOGRAFICO BRUTO 4.7 3.7 0.7 - 3.5 - 2.6 0.5 - 1.0 
1. Agricultu-a, Silvicultra, caza y pesca 2.8 1.6 1.2 - 3.0 - 1.7 1.6 - oR 
2. Explofaci6n de minas y canteras 79.6 71.2 -36.3 13.3 -12.4 -18.9 -14.7 
3. Industla manufacturera 5.6 5.6 - 3.1 - 5.2 - 1.9 0.5 - 0.2 
4. Construcci6n 6.5 3.7 19.0 -11.6 -26.4 -28.4 - 9.6 

5. Electricidad,
sanitorios 

gas, agua y servicios 
6.2 2.4 - 0.3 - 2.2 - 0.6 4.8 

6. Transporte,
caciones 

almacenamiento y comuni
5.2 8.2 - 2.1 -4.8 - 0.7 3.3 1.1 

7. Comercio a por mayor y al por menor 2.8 1.7 0.6 - 5.6 - 4.1 1.1 3 
8. Banca y seguros 19.2 4.5 2.0 0.8- - 2.1 - 1.5 2.7 
9. Propiedad de vivienda 3.5 3.0 2.6 2.6 2.6 1.8 . 

10. Administraci6n p6blica y defensa 6.7 10.6 4.3 3.9 4.7 2.0 -
1]. Servicios privados 7.5 3.7 0.6 - 1.2 -0.8 0.3 

Fuente: Banco de Guatemala 
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TABLE 3 

PRODUCTO GEOGRAFICO BRUTO PCR RAMAS DE ACTIVIDAD 
A PRECICS DE MERCADO 

AI4JOS: 1979-1985 
(Miles de Quetzales de 1958) 

RAMAS DE ACTIVIDAD 1979 1980 1981 1982 1983 1984 1985 

PRODUCTO GEOGRAFICO BRUTO 2 994 650 3 106 877 3 127 560 3 016 573 2 939 604 2 953 546 2 925 097 

1. Agricultura. silvicultura, caza y pesca 760 054 772 010 781 385 757 950 744 855 756 526 750 385 

2. Explotaci6n de minas y canteras 8 658 14 824 9 446 10 703 9 371 7 597 6 481 

3. Industr;a manuL.; lurera 489 656 517 317 501 213 475 090 466053 468 365 467 361 

4. Construcci6n 94 390 97 904 116 502 103 024 75 792 54 279 49082 

5. Electricidad, gas, agua y servicios 
sanitarios 51 982 53 221 53 040 51 863 51 541 54 040 56291 

6. Transporte, 
cociones 

almacenomiento y comuni
199 465 215 784 211 240 201 156 199715 206322 208619 

7. Comercio al par mayor y al par manor 824 709 839 072 844 106 797 200 764 392 773 095 744 572 

8. Banca y seguros 102 099 106 661 108 791 109 687 107 340 105 720 108 585 

9. Propiedad de vivienda 134 070 138 144 141 726 145 394 149 176 151 930 154 969 

10. Admnistraci6n p6blica y defenso 147 400 163 006 170 081 176 741 185 086 188 828 191 061 

H1. Servicio5 privados 182 167 188 934 190 030 187 765 186283 186 844 187691 

Feunte: Banco de Guatemala 
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TABLE 4 

MKUO DE TRABPJADORES Th.R RW DE ACTIVIDNO ELCONOMICA EN LA RpUBLIC I/
ESTIPACION DL INSTITUTD WLATEYALTECO DE SEGURIDAD SOCIAL (IBSS 

PERIDDO: 196D-198L 

TOTAL 
Aaricult. Exolotacion 

Silvicult, de Minas y 
Caza y Pesca Canteras 

Industrias 
Manufac-

tureras 
Contruccion 

Electricidad 
Gas Aqua y 

Serv. Sanit. 
cmercI02/ 

Transporte 
Altacena~ie y 

Comunicaciones 
Servicios 

I;2 

,C4 

264 
2153 5 
26484 
274833 
3P2289 

1356:2 
135498 
132973 
137796 
173e91 

1517 
1411 
1237 
842 
813 

2625 
27597 
26695 
28666 
30566 

23517 
10439 
7571 

12271 
13726 

1327 
1368 
198a 
1931 
1744 

15927 
188 
M76 
16172 
19433 

9480 
9176 
9332 
9772 
9876 

65 
645 
673 
72. 

345519 
366946 

171686 
193856 

1189 
1161 

33433 
37773 

16831 
12893 

2605 
1351 

2A94 
22269 

I&V4 
1104 

828 
865 

;7.3 
• 9 

367401
3958M 
446540 

18915
227973 
269279 

1086
1448 
1618 

30947
39487 
38169 

12679
11312 
14337 

1759
3564 
3763 

23398
2M617 
22442 

9$47
11357 
104C4 

9.1
6 
867: 

1:70 
5,1 
.72 

1:73 

448276 
442842 
446378 
46., -3 

207255 
247U 
25!E77 
2491C5 

3417 
1733 
1346 
1375 

69325 
46864 
40694 
49749 

21585 
14968 
!2239 
16947 

4827 
4649 
4728 
3970 

36649 
30931 
28G27 
32757 

O.U83 
5868 

16556 
105!0 

%9& 
871' 
989: 

1044' 
4 539792 271437 4816 58117 22439 6717 A5184 1245P 1194 

S75 
76 

577 
a 

t79 

SamE% 
57752Z 
7Ma15 
769345 
75E171 

26.%5 
Z83724 
3642 
395235 
3746e9 

2733 
1907 
3960 
3649 
266 

61796 
73279 
04529 
91701 
81774 

2&65 
22156 
24177 
37215 
42252 

5788 
5685 
924 
10572 
19161 

38233 
36893 
51662 
56616 
58540 

1ow 
1770 
14218 
15073 
17139 

l'44. 
1433; 
1L 
15; 1 
16 

a 
Sl 

753542 
59!019 
69144 
53548 
594336 

373469 
2254.8 
215739 
199847 
M8514 

3744 
3462 
V99 
338 
2146 

SWA 
73M 
73851 
77842 
69506 

27738 
23440 
26894 
17817 
13041 

13480 
11673 
14810 
14230 
13579 

58913 
58925 
61314 
63446 
5935 

21634 
16585 
19951 
15920 
19755 

17349: 
175-i-E7 
193516 
19ec.E 

21E 

F6 P/ 
631654 
660444 

233572 
230107 

28 
2518 

7825 
78251 

16077 
15b782 

13UA 
11435 

58393 
61763 

20333 
21738 2-99 

'cifras Preliminares 
iSe refiere al ntntero do trabaladaoes &filiados cotizastes al 1655 
Ircluye Barra y Secureos 

.Incluye Adnin-stracion Publica 

I: Las cifras moleo Dar& el Deriodo 1974 -1982 
corresoond n a la rev:sion Ifectuada pot ol IGSS 

E: INSTITUTO GUATDTEEO DE SEAP ID SCIAL 
-167 
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TABLE 5 

Guatemala: 
 Exports by Principal Commodities
 
(Value in millions of U.S. dollars: 
volume in thousands of quintals;


unit value In U.S. dollars per guintal)
 

130.0
 

1982 1983 1984 1985 1986 

Tot--

Principal exports 

1,170.4 

697.9 

1,091.7 

660.0 

1,132.2 

706.1 

1 

724.6 

1,058.3 

728.3 

CoffeeValue 
Volume 
Unit value 

374.6 
3,324.8 

112.7 

308.8 
2,583.8 

119.5 

360.6 
2,842.2 

126.9 

h51.5. 
4,041.1 

111.7 

502.3 
2,957.2 

169.9 

CottonValue 

Volume 

95.1 

1,731.2 

67.4 

1,210.4 
72.3 

1,154.1 
73.1 

1,253.6 
24.3 

674.4 

UnaBananas 54.9 55.7 62.6 58.3 .36.0 
Value 
Volu v 
Unit value 

74.0 
8,022.0 

9.2 

53.5 
5,429.3 

9.9 

54.9 
5,789.6 

9.5 

70.9 
7,062.6 

10.0 

73.4 
7,331.5 

10.0 

SugarValue 
Volume 
Unit value 

47.1 
4,218.0 

11.2 

95.3 
8,540.6 

11.2 

71.3 
6,090.6 

11.7 

46.4 
6,158.2 

7.5 

51.7 
7,961.9 

6.5 

MeatValue 
Volume 
Unit value 

16.8 
173.7 
96.7 

15.6 
190.7 
81.8 

12.7 
185.3 
68.5 

10.0 
200.5 
49.9 

4.7 
63.6 
74.0 

Petroleum 

Value 

Unit vaTue 2/ 

46.1 
1,546.0 

29.8 

60.0 
2,206.3 

27.2 

34.0 
1,248.2 

27.2 

12.0 
458.3 
26.2 

24.6 
1,783.4 

13.8 

CardamomValue 
Volume 
Unit value 

44.2 
131.1 

337.5 

59.4 
170.4 

348.6 

100.3 
160.3 

625.8 

60.7 
144.4 

420.3 

47.3
177.8 

266.0 
Other 

OteOther 

472.5 

128.2 

431.7 

110.8 

426.1 

1. 
134.7 

387.5 3/ 

257.0 
130.5 

330.0 

200.0 

Sources: 
 Bank of Guatemala; and Fund staff estimates.
 

I/ In thousands of barrels.
 
7/ In U.S. dollars per barrel.
Y/ CACH trade figures were adjusted upward by US$50 million in 1985 
to
match better with reports of trading partner countries.
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TABLE 6 

SECTOR- IN DUSTRIALVALOR BRUTO DE LA PRODUCCION A PRECIOS CONSTANTES 

A4OS: 1979 - 1985 

(Composici6n Porcentual) 

CONCEPTO 1979 1980 1981 1982 1983 19,4 1985 

TOTAL 100.0 100.0 100.0 100.0 100.0 100.0 100.0 

20 

21 
22 
23 
24 

25 

26 
27 
28 

29 

30 
31 

33 

35 

36 

37 

38 
39 

Industr iosmanufacturerasde prod.ILcws
alimenticios, excepto las do bebidc.s 
Industrias de bebidos 
Industria del tcbaco 
Fobricoci6n de textiles 
Fobricaci6n de calzado, prendas devestir y otros articulos confeccionados con productos textiles 
Industrias de la made y del corche1. 
excepto o fabricaci6n de muebles 
Fabricaci6n de muebles y accesorios 
Fabricaci6n de papel y productos de ppel 
Imprentas, editoriales e industries 
conexas 

Industria del cuero y productos de cuero 
y piel, excepto el colzado y otras prendos de vestir 
Fabricaci6n de productos de caucho 
Fabricoci6n de sustancias y productos
qurmicos 
Fabricaci6n de productos mineroles no 
metdlicos, excepto los derivados del
petr6leo y el carb6n 
Fobricaci6n de productos met6licos, ex
cepfo moquincria y equipo de transporte 
Construcci6n de maquinaria, excepto
la moqu;nariu elictrica 
Construcci6n de maquinaria, aparatos,
accesorios y art rculos elctricos 
Construcc6n de material de tronsporte 
Industrias manufactureras diversas 

38.3 
7.1 
3.1 
8.3 

10.0 

1.9 
1.4 
1.5 

0.8 

0.6 
1.3 

3.2 

3.8 

6.7 

0.8 

1.0 
0.7 
9.5 

38. 1 
6.8 
3.0 
8.4 

10.1 

1.9 
1.3 
1.5 

.0.8 

0.6 
1.3 

3.3 

3.7 

6.8 

0.8 

1.0 
0.7 
9.9 

37.4 
6.8 
2.7 
8.0 

10.3 

1.9 
1.4 
1.4 

1.0 

0.6 
1.4 

3.6 

3.7 

6.7 

0.8 

0.9 
0.7 

10.7 

36.2 
6.7 
2.9 
7.6 

10.4 

1.7 
1.5 
1.4 

0.9 

0.6 
1.5 

3.5 

3.8 

7.4 

"0.8 

0.9 
0.7 

11.5 

36.2 
6.5 
2.9 
7.9 

10.3 

1.7 
1.4 
1.5 

0.9 

0.6 
1.4 

3.5 

3.7 

7.2 

0.8 

0.9 
0.6 

12.0 

36.6 
6.6 
2.7 
8.0 

10.4 

1.7 
1.4 
1.4 

1.0 

0.6 
1.4 

3.5 

3.5 

6.9 

0.7 

0.8 
0.6 

12.2 

36.8 
6.6 
2.6 
8.0 

10.4 

1.7 
1.4 
1.4 

0.8 

0.6 
1.4 

3.4 

3.4 

6.9 

0.7 

0.8 
0.6 

12.5 

Fuente: Banco de Guatemala 



TABLE 7 

VALOR BRUTO DE LA 
SECTOR INDUSTRIAL 
PRODUCCION A PRECIOS CONSTANTES 
AN-IOS: 1979 - 1986 

(Tasos Anuales de Crecimiento) 

CONCEPTO 1979 1980 1981 1982 1983 1984 1985 ((4 66 'N' A 

1 OTAL 6.0 6.0 - 3.0 - 5.6 -1.7 0.8 -0.1 - ' /. -, 

20 

21 
22 
23 
24 

25 

26 
27 
28 

29 

30 
31 

33 

35 

36 

37 

38 
39 

Indusirismanufacturerasde productos 
olirTenticios, eAceptolos de bebidas 
Industrias de bebidas 
Industria del tabaco 

Fabicaci6n de textiles 
Fobricac.6n de colzado, prcndas de 
vetir y ,.tras artr'culos confecciolodos 

con p Jiuctos textles 
Indusirias de Io madera y del corcho 
eAcL-pto la fubricaci6n de muebles 
Fobri,=o6n de muebles y accesorios 

Fubricaci6n de papel y productos de paop1 
Imprenus, editoriales e ind,,strias 
conexas 
Industric del cuero y productos de cuero 
y piel, exr.epto el calzodo y otros pren
d-. do vestir 
Fabiicuci6n de poducto de caucho 
Fal.ricaci6n de susta'cias y productos 

qurmicos 
Fabricuci6n do producto mineralhs no 

metilicci excepto los derivados del 
per6leo y el carb6n 
FabricociSji de prcductos met6licos, ex
cc-ptc, ncxuinuriu v equipo cde hi. pcrte 

Construcci6n de maquinoria, excepto 
lo rnoqisria el.ctica 
Construcci6n de m-qNuir.aria, aparalos, 
accesorios y o.trcul s lcli-icoi 
Construcci6n de ricterial do tron porte 
Industria; monufacturoeas diversas 

6.6 
2.5 
4.7 

5.2 

6.5 

2.7. 
3.8 

2.6 

7.2 

-3.0 
1.6 

5.1 

4.3 

4.5 

4.6 

.4 
4.2 

!2.0 

5.3 
1.8 
3.5 

7.3 

7.5 

3.3 
4.2 

6.0 

7.1 

5.6 
8.0 

9.4 

4.4 

6.9 

3.1 

0.4 
4.7 

10.0 

- 4.7 
- 3.3 
-11.4 

- 7.7 

- 1.0 

- 2.9 
3.1 

- 5.2 

3.8 

-2.9 

5.4 

4.3 

-3.0 

- 4.1 

- 1.5 

- 8.3 
- 8.4 

5.2 

- 8.8 
- 5.9 

1.0 

- 9.4 

- 4.5 

-12.7 
- 3.0 

- 8.0 

- 4.0 

- 7.0 
1.5 

- 9.3 

- 3.6 

4.5 

- 5.4 

-12.1 
-10.8 

1.1 

-1.6 
-5.0 
-2.9 

1.8 

-3.5 

-5.6 
-4.3 

3.8 

-1.1 

--2.4 

-4.9 

-0.6 

-3." 

.4.2 

-3.5 

-3.4 
-5.0 

2.8 

2.1 
1.5 

-6.0 

1.6 

2.0 

1.8 
0.8 

-1.9 

-0.8 

- 1.6 

-3.5 

2.0 

-4.3 

-4.0 

-3.0 

-3.5 

- 1.5 
2.5 

0.3 
1.0 

-3.2 

0.2 

0.4 

2.0 
-2.5 

-5.1 

-4.6 

-4.2 

- 1.7 

-3.5 

-4.0 

-0.4 

-3.7 

-3.2 

- 1.2 
2.3 

-

-

1.3 
Iv-ti 

o. 

O" 

1 
-1. 

o.3 

0. 

-

-3 

1. 

3.-9 

-

- '. 

- " 

o' 
3.0 

-I7'g 
0 5 

, 

. 

_.

-

- -/7 

-7-

- I'. 

.-t -

Z.- 9 
,. ( 

-

0 

(9 

L 

-I' 
0 

0 

0 .. C., 

-I. 

- 0." 

1-- I 6 

- . 
-

-'' 
S 

1. rounded figures 
Fuente: Banco de Guatemala 



lower. They are garments with 1 percent; rubber products with 0.5 percent; beverages 
with 0.4 percent; and textiles and food processing both with 0.1 percent. We have 

gathered the statistical information needed to compute rates of growth within each 

subsector of economic activity at the four digit level (or even more disaggregated) of the 
UIIC. These data come from the quarterly and annual survey of manufacturing activity 

undertaken by the INE. Because of time constraints and the limited value of the 
information at this stage however, we have not computed these detailed rates of growth. 

Many other economic sectors of interest (from the perspective of this study) a!so 

performed poorly over the last seven years. Practically, all types of transportation 
experienced negative rates of growth betwec:n 1981 and 1985 (Table 8). The same is true 
for construction, with the only exception being industrial buildings (Table 9). All types of 

construction, however, experienced a temporary burst of activity after the 1982 

earthquake. 

A completely different story holds true for the communications sector . This 
sector has experienced all positive and frequently large annual rates of growth since 1979 

(bottom of Table 8). 

In summary, our brief review of economic activity by sector over the last six or 
seven years reveals a generally poor performance, with most sectors having experienced 

significant contractions. Using this information alone, we would not anticipate any 
severe shortages of skilled workers across the economy, if the supply and skills of 
workers were adequate before the economic contraction began. Our review of economic 

activity, however, has been done at an aggregate level; thus it is possible that demand

supply imbalances exist in selected labor markets. Also depending on the rate of 
technological progress, excess demand for upgraded skills may exist despite the 

contraction in overall labor demand in recent years. This is the type of information we 
hope the survey of firms' demand for skilled workers will help to unveil. 
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SECTOR TRANSPORTE, ALMACENAMIENTO Y COMUNICACIONES 
PRODUCCION BRUTA A PRECIOS CONSTANTES 

ANOS: 1979-1985 

CONCEPTO 1979 1980 1981 1982 1983 1984 1985 

PRODUCCION BRUTA TOTAL 5.4 6.8 - 1.4 -5.4 - 0.8 2.6 0.2 

TRANSPORTE 3.7 4.7 - 2.5 - 6.9 - 2.3 1.6 -1.1 

Transporte de pasajeros 8.1 3.4 - 0.2 - 7.2 3.0 2.4 -1.0 

Carretera 
Urbana 15.3 13.7 0.5 2.3 2.0 2.4 0.5 
Extraurbano 3.5 3.6 2.8 - 9.7 5.0 2.6 0.4 

Ferrocarril 30.1 3.6 -66.'4 155.0 9.0 5.7 -41.8 

Aireo 
Enterno 8.5 8.9 -23.4 -21.1 -59.8 2.3 -18.7 
Internocional 15.1 -11.6 - 9.8 -17.7 - 2.7 1.2 -8.0 

Acu6tico 16.1 3.9 2.8 2.8 2'.8 1.7 

Transporte de cargo 1.1 5.8 - 3.3 - 6.5 - 5.3 1.0 -0.8 

Carretera 3.3 3.1 - 3.5 - 6.2 - 4.5 0.8 -1.8 

Feriocarril -29.8 64.4 - 7.3 3.8 -30.8 -20.6 12.9 

A~reo 
Intemo -13.2 2.5 11., -34.4 -82.6 29.3 1.9 
Intemocional 10.5 -20.8 - 7.3 - 4.1 2.5 -3.3 7.2 

Acu6tico -7.0 18.3 - 0.3 -11.6 - 2.4 8.6 2.5 

Agcncia dc viajos 18.2 - 6.1 -13.5 -18.9 3.5 1.6 -13.3 

ALMACENAMIENTO - 6.3 1.3 23.5 22.3 - 5.5 -3.8 -5.7 

COMUNICACIOr4 ES 28.4 29.5 6.6 5.4 10.0 9.6 8.2 

Fuente: Banco de Guatemala 



TABLE 9 

SECTOR CONSTRUCCION 
UPERFICIE DE LA CONSTRUCCION-AUTORIZADA 

EN EL AREA METROPOLITANA 
AFIOS: i979-1985 

(Tasas anuales de crecimiento) 

CONCEPTO 1979 1980 1981 1982 1983 1984 1985 

TOTAL 

Vivienda Unifamiliar 
y en Serie 

Vivienda Multifamiliar 

Comercio 

Industria 

Uso Colectivo 

Ampliaciones 

0.5 

4.2 

78.4 

-26.2 

123.6 

81.3 

- 0.8 

-42.3 

-25.6 

-58.7 

-63.2 

-84.6 

-36.8 

-10.8 

-30.4 

-20.6 

-79.9 

-51.8 

-47.9 

59.7 

-33.4 

25.1 

19.2 

617.7 

-42.3 

170.1 

30.6 

29.7 

4.1 

- 2.5 

-23.1 

883 

37.9 

.- 15.8 

12.7 

-1.7 

-7.5 

9.4 

28.6 

38.0 

33.9 

-23.7 

6.0 

13.0 

0.1 

-29.2 

15.3 

-39.9 

27.9 

Fuente: Banco de Guatemala 
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TABLE A-I 

RMPLDO Y DESEMPLBD [Va OCUPACION (Que se tenfa previamente a estar desempleadoj 

(C6digo) Ocupaci6n (a tres y dos Con Empleo Cesante* Total (Seria ventajoso el 
d'gitos) poder incluir tambi4n 

trabajadores cue es793 Obrero en la fabricaci6n tAn subempleados en
 
de cosmeticos 	 x 
 x x el sentido aue es

tAn desempeftando un
 
796 Obrero en la fabricaci6n trabajo que no les


de acumuladores' y pilas de permite usar su ni
linternas x x x 	 vel de capacitaci6n 

mis alto; por ejemplo 
un mec~nico oae est6
etc. 
 actualmente como des
cargador de mercancia)
79 Obreros a dos digitos 	 x x x 

* En esta categoria se podria distinguir entre distintas categorfas pero 
no es necesario.
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TABLE A-3 

INRRESOS MENSUALES MEDIOS POR OCUPACION 

(1) (2) (3)
IngLesos Ingcresos(C6digoj Ocupaci6n Tbtales Drpleo* Medios 

793 
 Orero en la fabrica
ci6n de cosueticos x x x 

796 
 Obrero en la fabrica
ci6n de acumuladores x x x 

etc. 

79 (a dos digitos x x 

* Es necesario para saber c6m se han obtenido los ingresos medios 
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Clasificaci6n Industrial Internaci6nal Uniforme
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CODIGO DESCRIPCION DEL PRODICTO 

3901 7 CHIRI HIA ...............................
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((NI(AEIAS..................
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CODIJGO IIESCIIIICION DLI. PItIOUIKTO 

3 091209 BO A IO S ............................. 

39(1912111 C:INIAS P/MAO. WE ESUIIIMBI V CALCIIIR... 
39091211 EN(;HAI'AUONAS ........................... 

3909 1212 SA(:AL;IIAIAS ............................. 


390!11213 PEHV IIAUORAS ........................... 

:V6091214 MAUIIJNA hI NMAUHA ..................... 
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 . 
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39091302 CEPILLOS BE BAIIIIill..................... 
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39091307 BhOCIIAS PARA PINTUHA...................
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Survey of Employers' Skills Training Needs in Industry and Agro-business 

Methodology 

A. The sample. For the labor market survey, a stratified random sample of 805 
employers was used from a universe of 2,295 firms in the agro-business and 
manufacturing sectors of Guatemala. The sample consisted of twenty-three industry 
subsectors and included 180 occupations and more than 31,000 jobs. 

B. The instrument. A survey instrument was developed to determine the size, 
location , and age of industries in fifteen departments of Guatemala. Information about 
the occupations within the industries was collected to provide data on occupational 
demand, education and training required for occupations, training providers, and 

employer preferences for training providers. 

Vacancy rates were used as an objective indicator of training needs. Research studies 
conducted by the U. S. Department of Labor, Bureau of Labor Statistics and by others, 
have shown that the methodology of directly requesting employers to identify what their 
perceived training needs will be, yields completely unreliable information. The reasons 
found for unreliability were that employers either: (a) frequently change their plans, 
(b) do not plan very much in advance, (c) make judgments based upon emotional reactions 
as to how well their businesses have done on the day they were surveyed (e.g., if it was a 
good day for business, they will say they intend to expand and therefore will need 
increased numbers of trained employees). Therefore, objective indicators of present and 
projected training needs are required in order to have a reliable data base from which to 
draw conclusions. A system for obtaining reliable information is one which identifies the 
numbers of each kind of occupation an employer has, as well as the number of vacancies 
for each. Using the average vacancy rate obtained for all positions and then determining 
any significant deviation from that mean for the vacancy rate of any given occupation 
can identify those that may have need for training. 

It is possible that the vacancy rate in any given occupation may be due to other factors, 
such as low wage rates or inconvenient geographical locations or a combination of lack of 

trained personnel available plus other factors. 
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The team attempted to obtain wage rate information from the office of Social Security 
in Guatemala and were told it would be made available. The information, however, was 
not sent to USAID as had been arranged. No attempt was made to collect wage rate 
information through the survey instrument, since collection of that ofthe type 


information is extremely cumbersome and would require a different survey.
 

Additional questions were included in the instrument to assess the perceptions of 
employers regarding their needs for future training, resources for training, and their 
relationships to training providers. In discussing firm-specific training, it was made clear 
in the questionnaire that all costs would be borne by the employer. Since public funds for 
training are scarce and the cost for customizing training for each employer would be 
prohibitive, employers should pay the additional costs for firm-specific training. The 
schools should provide general entry-level skills training and training to upgrade or 

update skills of a general nature. 

Questions were also asked concerning expansion of business operations, and the amount 
of exporting they do. The survey was administered to owners and managers of firms on 
site, by trained interviewers employed by Aragon Associates, a research and marketing 
firm in Guatemala City. The firm was contracted by The Academy for Educational 
Development to conduct the survey over an eight week period from February to April, 

1988. 

C. The analysis. The Statistical Package for the Social Sciences (SPSS) and Supercalc 
4 IBM spreadsheet and database manager software package used to analyze thewere 

data. Measures of central tendency and percentages were determined for industries and 
occupations where appropriate, and standard deviations were calculated to measure 
variability within the sample. 

The criteria used for the analysis of industry characteristics were developed from reports 
produced by the consulting team's economist and by USAID/Guatemala's Private Sector 
Office. The criteria were generated from factors identified as constraints to growth of 
private enterprise and the strategies of the Private Sector Office for addressing those 

constraints. 
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For purposes of this study, the composition of the labor force within the manufacturing 
sector, was established using the occupations and number of employees reported by 
Guatemalan employers (generally without including professionals with a university 
degree). A system developed by the U. S. Department of Labor was used to reduce ti.e 
number of occupations from over five hundred to a manageable number of 180. This 
system also includes a "crosswalk" between occupations and their respective training 

programs. 

Or :upations were first analyzed in terms of their demand in the labor market of the 
manufacturing sector. Next, skill and educational levels required for each occupation 
were compared to demand for each occupation in order to determine upon inspection, if 

there were any relationship between them. 

Definitions for skill and education levels as they appear in the tables are given below: 

Number Assigned Level of Skill Required 

I No skill required or specific training;
2 Rudimentary knowledge or having some training; 
3 More than rudimentary knowledge, but not 

completely experienced nor experienced on the job;
4 Vocational certificate received;
5 Expert in the field, fully experienced. 

Number Assigned Level of Education Required 

I No literacy skills required;
2 Must read and write but no specified level of 

education; 
3 Completed some primary school education;
4 Completed sixth grade of primary school education; 
5 Completed "basico" level (3 years of "ciclo basico");
6 Completed "ciclo dive" 'ificado" (Bachiller, Perito 

Contador,Secretaria, etc.) - roughly equivalent of 
high school;
 

7 Completed some university course work;

8 Completed university degree;

9 Other, specify:
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Occupations were reviewed to determine who provided training for them and who 
employers preferred to have train them. Occupations in demand were also analyzed by 
types of training providers to determine if demand may be related to a lack of training 
resources. Finally, the types of institutional training providers that employers identified 
as a preference were reviewed to determine whether any institutions were favored more 
than others, and if so, if there were any particular employer groupings associated more 
frequently with the favored institutions. 

II. Analysis 

A. Training needs and demand 

Occupational demand. Five occupations were found to be in demand based upon real 
numbers of vacancies and vacancy rates. These occupations included: Shoe Sewing 
Machine Operator and Tenders; Other Helpers, Laborers, and Manual Movers; and, All 
Other Machine Operators and Tenders. All require some level of training as indicated by 

employers. 

Table 2 shows the universe of employees, vacancies and vacancy rates for these 
occupations. Although the occupation of Shoe Sewing Machine Operators and Tenders 
does not show a much above average vacancy rate (3.87%), the real numbers (562) 
indicate a rather large need. 

Sewing Machine Operators, Garment, on the other hand, shows a high vacancy rate of 
14.85%, as well as a considerable need in real numbers (527). The occupations of Textile 
Machine Operators and 'Fenders and Other Helpers, Laborers, and Manual Movers show an 
above average vacancy rate with significant numbers (>.05) of real vacancies. The 
occupation of All Other Machine Operators and Tenders also shows an above average 
vacancy rate and a large number of vacancies, which if measurement efforts are 

considered, would be significant. 

For the occupation of Shoe Sewing Machine Operator and Tenders, 66 percent of 
employers train their own workers, 15 percent rely on institutional training, and the 
remainder do not know where their employees are trained. When asked their preference, 
26 percent of employers indicated that for this occupation, they preferred to continue 
giving the training and 53 percent preferred that the training be given by another source, 
and the remainder do not know or have no preference for a provider. 
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For Sewing Machine Operators, 65 percent of employers train their own workers, 12 
percent rely on institutional training, and the remainder do not know where their 
employers are trained. When asked their preference, about 18 percent of employers 
indicated that for this occupation, they would prefer to continue giving training, 61 

percent, on the other hand, would prefer another provider, and the remainder do not 

know or have no preference for a provider. 

A third occupation showing a lack of workers because of a large number of vacancies, is 
Textile Machine Operators and Tenders. More than 77 percent of employers train their 
own workers, about 2.8 percent rely on institutional training; and the remainder do not 

know where their employees are trained. When asked their preference, over 25 percent 

of employers indicated that for this occupation, they would prefer to continue giving 
training. However, 50 percent prefer an institutional provider, and about 25 percent do 

not know or have no preference for a provide-. 

For the occupation of Other Helpers, Laborers, and Manual Movers, 56.7 percent of 

employers provide training to their workers, about 10.5 percent of employers rely on 
institutions for training them, and the remainder do not know where these employees 

receive their training. Regarding their preferences for training, 25.4 percent of 

employers respond that they want to continue training their workers, while 44.9 percent 
would like an institution to provide the training. About one half of one percent of 
employers (03) prefer another type of provider and just over 29 percent do not have a 

preference or do not knvl who should provide training. 

The fifth occupation showing a relatively high vacancy rate is All Other Machine 

Operators and Tenders. Currently 61 percent of employers do their own training, 10 
percent rely on institutions, and the remainder do not know where their employees are 

trained. When asked regarding their preference, over 17 percent of employers indicated 

that for this occupation, they would prefer to continue giving training, over 49 percent 
prefer an institutional provider, and almost 33 percent do not know or have no preference 

for a provider. 

The industries most affected by the occupations in demand are: the Drawback Industries; 

Manufacturing of Footwear, Except Rubber; Manufacturing of Apparel and Other 

Textiles; Manufacturing of Textile Mill Products. Others affected to a somewhat lesser 
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degree are: Selected Food Products; Preserved Fruits and Vegetables; Printing, 
Publishing, and Allied Industries; Chemicals and Allied Products; and the Manufacturing 
of Nonmetallic Minerals, Petroleum and Carbon.Except An occupation such as Other 
Helpers, Laborers, and Manual Movers, canfor example, be found in all subsectors, but 
some industries employ many more of them than others. 

Future demand. Although statistical projections from labor market data is the generally 
accepted practice for predicting occupational demand, no statistical projections can be 
made from one year's collection of labor market data. Employers, however, were asked a 
general question regarding their anticipated training needs in the next two years. 

If employer-stated preferences on the survey are considered, a good deal of the training 
responsibility for turnover in most occupations would be shifted from employers to 
training institutions in the future. The occupation of Shoe Sewing Machine Operator was 
the most frequently recorded response (over 10 percent of employers). This finding is not 
unusual because of the large number of employers in the textile subsector and because of 
the shortage presently being experienced in this occupation. 

Mentioned less frequently, but nevertheless notable (mentioned by over 6 percent of 
employers were the occupations of Industrial Production Managers and Sales 
Representatives, Except Retail. This finding is not surprising in that these occupations 
are common to all subsectors except the "Drawback" industries. More Industrial 
Production Managers are found in the food, printing, publishing, and transportation 
equipment industries than in others; and more Sales Representatives, except Retail are 
found in the food and beverage industries than in others. If the economy continues to 
recover and grow over the next two years, training needs for occupations currently in 
demand and for those mentioned as having a need for training by employers will increase. 

skill/education required. levelsDemand and levels In comparing skill and education 
levels with vacancy rates, some occupations with high vacancy rates have relatively high 
skill requirements for the job. Although these occupations are not among the high 
demand occupations because they have much smaller absolute vacancies, they can be 
considered as a second set of demand occupations, because of the high vacancy rates 
experienced within the occupation. See Tables 3, 4, and 5 for details. 
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Training courses required for occupations. The types of training courses that should be 
offered for the occupations identified as presently in demand or for which employers 
believe they will need training in the next two years are listed below: 

Shoe Sewing Machine Operators and Tenders
 

Shoe and Boot Repair
 

Sewing Machine Operators, Garment 

Commercial Garment and Apparel Construction 
Custom Drapery and Window Treatment Design/Making 

Textiles Testing 

Textile Machine Operators and Tenders 

Commercial Garment and Apparel Construction 
Custom Drapery and Window Treatment Design/Making 

Shoe and Boot Repair 

Upholstering 

Other Helpers, Laborers; Manual Movers* 

Logging 

Commercial Garment and Apparel Construction 

Baking 

Chef/Cook 

Custodial Services 
Building Maintenance 

Glazing 

Tile Setting 

Carpentry 
Brick, Block, and Stone Masonry
 

Concrete Placing and Finishing
 
Terrazzo Installation
 

Pipefitting and Steamfitting
 

Industrial Machinery Maintenance and Repair
 

Lithography, Photography, and Platemaking
 
Printing Press Operations
 

Slaughtering and Butchering 
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Machine Tool Operation/Machine Shop
 

Metal Fabrication
 

Sheet Metal
 

Industrial Ceramics Manufacturing
 

Plastics
 

Material Handling
 

All Other Machine Operators and Tenders* 

Textiles Testing 

Commercial Garment and Apparel Construction 

Custom Drapery and Window Treatment Design/Making 

Shoe and Boot Repair 

Forest Products Utilization 

Furniture Making 

Cooling and Refrigeration 

Bookbinding 

Printing Press Operations 

Plastics 

! xIustrial Production Managers* 

Food Products 

Food Technology 

Food Processing Technology 

Industrial Technology 

Manufacturing Technology 

Sales Representatives, Except Retail* 

Fashion Merchandising 

Wholesale Food Marketing 

Footwear Marketing 

Industrial Sales 

Wholesaling 

Floor Coverings, Draperies and Upholstery Marketing 

Furniture Marketing
 

Hardware Marketing
 

Building Materials Marketing
 



Automotive Vehicles and Accessories Marketing
 

Sales
 

*Courses were selected from a larger listing. Those courses listed above were chosen 

because of the type of industries found in Guatemala and the number of individuals 
employed in the occupations by each industry type. 

B. Training experience and preferences 

Current training providers. The data show that employees in 51 (28.3%) of the 180 
occupations were not trained by institutions, rather by employers or by some other 
means, such as apprenticeship. In projecting to the universe, less than 50 individuals are 
employed in each occupation (Range = 3 to 46) and vacancy rates are not high. 

At this time, even with a shift in employer preference from self to institutional provider, 
the demand would not be great enough to justify a program in these occupations. 
Further, some occupations, because they are firm-specific in nature, would more 
appropriately be learned on-the-job. Those learned through apprenticeship could benefit, 
however, from an institutional component. 

A list of the occupations presently learned by other than institution training follows: 
Industrial Production Managers 

Cost Estimators 

Industrial Engineers 

Drafters 

Life Scientists 

Licensed Practical Nurses 
Artists and Commercial Artists 

Procurement Clerks 

Statistical Clerks 
Payroll and Timekeeping Clerks 

All Other Office Machine Operators 
Weighers, Measures, Checkers, and Samplers -- Recordkeeping 

Bakers, Bread and Pastry 

Child Care Workers 
All Other Cleaning and Building Service Workers, Exc. Household 

-9



Cooks, Institution or Cafeteria
 
First Line Supervisor, Agricultural, Forestry, and Fishing
 

Gardeners and Groundskeepers, Exc. Farm
 

Small Engine Specialists
 

Electric Home Appliance Power Tool Repairers
 

Watchmakers
 

Mechanical Control Valve Installers and Repairers
 

Carpet Installers
 

Extractive and Related Work -- Inc. Blasters
 

Jewelers and/or Silversmiths
 

All Other Precision Metal Workers
 

Cabinet Makers and Bench Carpenters
 

Slaughterers and Butchers
 

Precision Optical Goods Workers 

Drilling and Boring Machine Tool Setters and Set-Up Operators, Metal and Plastic 
Punching Machine Setters and Set-Up Operators, Metal and Plastic 

Press and Press Brake Machine Setters and Set-up Operators 

Machine Forming Operators and Tenders, Metals and Plas: -
Metal Molding, Core Making, Casting Machine Setters and Set-Up 

Operators Metal Molding, Core Making, Casting Machine Operators and Tenders 
Nonelectrolytic Plating and Coacing Machine Operators and Tenders 

Typesetting and Composing Machine Operators and Tenders 

Tire Building Machine Operators 

Cooking Machine Operators and Tenders 

Dairy Processing Equipment Operators 

Chemical Equipment Controllers and Operators 

Cutting and Slicing Machine Operators 

Coating, Painting, Spraying Machine Operators 

Cleaning, Washing, and Pickling Equipment Operators and Tenders 

Cutters and Trimmers, Hand 

All Other Hand Workers 

Pump Operators 

Construction Trades Extractive Worker Helpers
 

Helpers, Painters, Paperhangers, Plasterers and Machine Feeders and Offbearers.
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The labor market survey showed that a relatively small percentage of employers rely on 
training institutions to provide their workers with skills for their occupations. About 20 
percent of employees presently receive their training from institutions and 47.8 percent 
receive training from their employers. Employers did not know where the remainder of 

their employees received their training. 

It cannot be inferred from the data that there is a lack in any training resources, because 
employers provide training, and there does not exist a high demand for workers. 
However, from observations of employer preferences for training providers, it can be 
pointed out that employers would prefer to be relieved of this responsibility in about 60 
percent of the cases. 

Preferences for training providers. Employers were asked to state a preference for 
training providers regardless of who currently provided the training for their employees. 
In almost 50 percent of the cases, employers selected a training institution. In nearly 20 
percent of the cases they preferred to continue providing their own training. En more 
than 30 percent of the cases, employers indicated that they either did not know who they 
would prefer as a training provider; or they had no preference for a provider; or they 
indicated that the desired training was not available in Guatemala. In less than one half 
percent of the cases employers preferred other than institutional or self-provided 

training. 

By comparing the present circumstances with employers' preferred situation, there is a 
shift in preference of about 30 percent from self-provided or other types of training to 
institutional training for employees. This difference could be explained first, because 
current providers, including both institution and company, may not offer the quality or 
type of instruction to meet employer needs. Second, employers may want institutions to 
provide so.ne firm-specific training that schools generally are not capable of providing, 

nor are they generally expected to provide. 

Employer evaluations of preferred providers. Employers were asked to evaluate the 
capabilities of the provider that they preferred to have train their employees. Almost 35 
percent of employer responses indicated that they bciieved institutions were capable of 
supplying the needed training. Some of these answers may include the training of 
employees by providers that employers could not identify. 
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About 11 percent of the responses indicated that employers preferred a specific training 
institution but definitely stated that it was not capable of responding to the need. 
Another one third of the responses indicated that employers did not know, did not think 
training was available in Guatemala, or did not respond to the question. 

About 16.5 percent of employers believe that the training that they provde to their 
workers is effective. Another 2.5 percent of employers believe that the training they 
provide to their workers is not worthwhile. The remaining responses indicated some 
other choice of provider. 

With respect to employer perceptions of INTECAP, it should be noted that the changes at 
INTECAP in "urriculum and training methodology are of very recent occurrence, with 
the changeover taking place within the past few years. There will, of course, be a lag 
time before students who have completed training under the new system are working in 
the field. Until that time, the old perceptions will persist. 

For the occupation in demand, refer to an earlier part of the report, "Training needs and 
demand", for employer preferences. Their evaluations of preferred providers are 
indicated below. 

Shoe Sewing Machine Operators, over 61 percent of employers believe that their 
preferred provider is capable of meeting their needs anI about 15 percent do not 
believe it is. 

Sewing Machir.e Operators, Garment, about 45 percent of employers believe that 
their preferre3d provider is capable of meeting their needs and about 22 percent do 
not believe it is. 

Other Helpers, Laborers, and Manual Movers, over 52 percent of employers 
believe that their preferred provider is capable of meeting their needs and almost 
1 percent do not believe it is. A third of employers do not have a peference or 
do not know if their preference is capable. 

Textile Machine Operators, about 45.5 percent of employers believe that their 
preferred provider is capable of meeting their needs and about 20 percent do not 
believe it is. 

-12



All Other Machine Operators and Tenders, about 53 percent of employers believe 

that their preferred provider is capable of meeting their needs and I I percent do 

not believe it is. 

Industrial Production Managers, about 56 percent of employers believe that their 
preferred provider is capable of meeting their needs and 15 percent do not believe 

it is. 

Sales Representatives, Except Retail, 55.5 percent of employers believe that their 
preferred provider is capable of meeting their needs and just over 18 percent do 

not believe it is. 

Other employer responses regarding preferred provider, generally were represented in 
the category of responses indicating that employers either did not know of a training 

provider they preferred, they did not use a provider, they believed the training was not 
available in Guatemala, or they did not respond to the question. Few responses indicated 

other types of providers were preferred. Other employer responses regarding evaluation 
of the preferred provider were reported in the category of responses indicating no 

knowledge, no provider named, or no response. 

In conclusion, there is a definite preference of employers for relying upon an institutional 
provider for training of their workers. However, there appears to be some doubt as to 

the capabilities of their choices to deliver adequate training. It is also important to 
determine the extent to which employees require firm-specific training, which is not 

generally considered to be the mission of public-supported training institutions. In 
determining the needs of employers for firm-specific training, the extent to which 

employers are willing to cover the cost of it should also be appraised. 

The data indicate that the high number of vacancies or vacancy rates experienced irl the 
demand occupations would not be entirely associated with a lack of trained personnel, 

since there are 17-25 percent of employers who would continue to train for these 
occupations. Thus, other explanations such as low wage rates or poor working condil ions, 
which would influence recruitment, may contribute to the vacancy rates being 

experienced. 
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Favored institutions. Of the institutions or training providers mentioned by employers, 
INTECAP was most often preferred, receiving almost 40 percent of all responses. The 
second most frequently mentioned institution was Imrich Fischmann, which received 1.5 

percent of responses. 

Within the manufacturing sector, two economic activities ranked INTECAP significantly 
0.05) more often than the others. The industries showing strongest preference for 
training from this institution were: Printing, Publishing, and Allied Industries and 

Selected Food Products. 

C. Linkages with training providers 

Employers were asked about the kinds of relationships they presently had with training 
providers. The great majority of employers report no relationship with them. 

The kinds of relationships reported and the percentage of employers indicating 
participation are shown in the table below, 

Relationship Percent Employer Participation 

Donates Equipment, Supplies, Funds, etc. 8.5% 
Hires Graduates of Specific Institutions 7.0% 
Contracts with Providers for Short-term Training 4.0% 
Makes Presentations at Provider Site 4.0% 
Contracts Providers' Instructors at Cormpany Site 3.2% 
Employer Participates as Curriculum Advisor 2.5% 
Other 3.1% 

Most frequently mentioned of the training providers was INTECAP with respect to all 
activities above. Next mentioned, but distantly was Imrich Fischmann. 

D. Potential support for additional training 

When asked which types of additional resources they would contribute to the training of 
their personnel, more employers indicated their willingness to participate. The kinds of 
resources they reportedly would contribute and the percentage of employers indicating 

willingness are shown in the table below. 
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Resources to Be Continued Percent Employer Participation 

Permit Training Personnel During Work Hours 47.8% 
Pay Complete Salary During Training 35.1% 
Provide Own Facilities 33.5%
 
Provide Equipment 31.0%
 
Provide Material and Supplies 25.7% 
Provide Instructor Salaries 22.2%
 
Provide Transportation to Workers if Needed 14.4%
 
Pay for Curriculum Development 5.2%
 

The economic activities most represented in the contribution of resources to training 
providers were: Chemicals and Allied Products; Selected Food Products; Printing, 

Publishing, and Allied Industries; Manufacturing of Apparel and Other Textiles; 
Manufacturing of Nonmetallic Minerals, Except Petroleum and Carbon; Transportation 

Equipment Industries; and Manufacturing of Bakery Products. Most of these are among 
the largest and most stable industries in the country. 

Investment of additional funds. Employers were given to understand in the survey that 

additional training or c.-tomized training would mean additional contributions from 

them. When asked whether they would be willing to invest additional funds for training, 
employers were more inclined to finance the training of their own employee s. Nearly 49 
percent of employers said they were willing to invest additional funds now for upgrading 

or updating their employees; whereas, 22.4 percent were willing to invest additional 

dollars to train potential employees now. 

Employers continued to favor their own employees when asked about investing in the 

future, however, their willingness to provide support for potential personnel increased. 
Over 46 percent of employers said they were willing to contribute to their employees' 
training in the future, and about one third (32.8%) said they would finance the training of 

potential employees in the future. The change seen between present and future 
investment in potential employees could be interpreted as employer anticipation that his 
firm's circumstances will improve, or perhaps when confronted with the present and an 

impending decision, his concern is tempered by self-interest. 
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More than 50 percent of employers said they would not invest in training potential 
employees, while about 32 percent said they would not invest in upgrading or updating 
their own employees. About 10 percent were undecided about training potential 
employees, and just over 7 percent undecided regarding financingwere their own 

employees. 

In conclusion, employers generally appear to be willing to invest in training if it ismore 

to immediately benefit the firm. This response 
 pattern supports speculation that 
employers will pay for firm-specific training, but are reluctant to invest in fundamental 

skill training that would benefit society in general. 

E. Characteristi:s of Industries 

The data from the sample showed great variability when the criteria for measuring size, 
growth, stability and other characteristics of industries were applied. Tables 13 through 
19 provide the data, means, and standard deviations for the sample and universe of 

industries. 

Size. Of the twenty-three subsectors, the Chemicals and Allied Products industries is 
the largest economic activity in Guatemala, employing a significantly (>.05) larger 
number of employees and having significantly (>.05) more firms than any other subsector. 

Growth. Growth was measured first by any increase in the number of employees between 
1986 and 1988, and second, by the number of new firms established within an industry 
during that same time period. By the first measure, the drawback industries grew 
significantly (>.05) during those years, employing more than 4400 new people. By the 
second measure, the subsector of Manufacturing Apparel and Other Textiles grew 
significantly (>.05) in the number of new firms established. 

Of the new firms established, 60 percent were small, 27 percent were medium, and 13 
percent were large. Small was defined as <25 employees, medium was defined as >25 
<100, and large was >100 employees. The subsector with the largest number of new small 
firms were Chemicals and Allied Products, Manufacturing Apparel and Other Textiles, 

and Printing, Publishing, and Allied Industries. Subsectors with the greatest number of 
large firms newly established was the Drawback Industries. The subsector with the most 
new medium-sized firms was the Manufacturing of Apparel and Other Textiles. 
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Outside of the department of Guatemala, two departments had the most new firms 
established during the past two years (approximately 9 firms each). These departments 

were Sacateqequez and Escuintla. 

Vacancy rates were higher in new firms as compared to average or older 

establishments. New firms experienced a 5.92 percent vacancy rate at the time of the 
study in 1988; average firms had a 2.47 percent rate; and old firms had a 3.1 percent 

vacancy rate. 

Stability. Stability was measured by the age of a firm, i.e., the number of years a firm 
had been in business. Twenty years was determined the minimum number for firms to be 

classified in the category of "old"; > 3 < 20 years was considered "average"; and, <= 3 
years was considered "new". No subsectors had significantly (>.05) more firms in the 
stable category than others, although several sectors approached this level. These 
industries were: Selected Food Products, Chemical and Allied Products, and the 

Manufacturing of Nonmetallic Minerals, Except Petroleum and Carbon. 

Outside the department of Guatemala, the department of Quetzaltenango has 
significantly (>.05) more old firms than the others. Two other departments which 

approached this level on this measure were Sacateqequez and Escuintla. 

Pattern of strength. Six industries consistently appeared in the upper eight to ten 
subsectors that were performing above average all the criteria applied in theon 

analysis. These industries were: Chemicals and Allied Products; Manufacturing of 
Apparel and Other Textiles; Printing, Publishing, and Allied Industries; Manufacturing of 
Nonmetallic Minerals, Except Petroleum and Carbon; Selected Food Products; 
Manufacturing of Bakery Products; and Manufacturing of Textile Mill Products. 

III. Principal Findings and Conclusions 

Four major economic subsectors are affected by the current vacancy rates in the 

occupations described earlier: The Manufacturing of Footwear, Except Rubber; The 
Manufacturing of Apparel and Other Textiles; The Manufacturing of Textile Mill 

Products; and the Drawback Industries. It is difficult to ascertain the extent to which 
vacancy rates are due to lack of skilled personnel, as there are indications in other parts 

of the data analysis which show that vacancy rates persist even with the presence of 

employer training. 
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The problem appears to stem from either the absence of job applicants or poor retention 
of personnel. In an economy of relatively high unemployment or large underemployment, 
this problem seems unusual. A search for explanations uncovers possible contributing 
factors, such as low wages, poor working conditions, or lack of transportation. The latter 
reason is unlikely since most of these industries are located in and around Guatemala 
City, and a regular bus system is in place. 

Related to these speculations, the USAID/Guatemala Private Sector Office has indicated 
that some "drawback" industries are considering relocation to other parts of the country 
outside of Guatemala City because they need to increase wages to attract workers in the 
city. Therefore, the vacancy rate in some of these industries cannot be attributed simply 
to the lack of adequate training resources. 

Although some occupations surveyed in the manufacturing sector do not generally have 
workers trained by institutions, some of these occupations are firm-specific and others 
represent trades more suitable to being learned on the job or through apprenticeship. 
On-the-job training and apprenticeship, however, are areas that could benefit from an 
institutional component which provides a better structure for learning concepts and 
providing competency-based instruction. 

High vacancy rates are experienced in a number of other occupations, but because they 
do not represent high absolute vacancies, they were not regarded to be occupations in 
great demand. Upon inspection of vacancy rates in these occupations, it was noted that 
some appear to require exceptionally high qualifications for hiring. These employer 
requirements may be contributing to the high vacancy rates. 

Most training in occupations is being provided by employers, however, most would prefer 
that training be provided by an institution. The institution identified most often by 
employers as the provider they would most prefer to give training was INTECAP. The 
other provider mentioned by name, but to a very small extent, was lmrich Fischmann. 

About one third of employers believed that their choice of training provider, whether it 
was institution, self, or other, was capable at this time. Eleven percent did not believe 
their choices to be capable, and others were not sure or did not know. 
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With two-thirds of employers unsure, not knowing, or not believing that their preferred 
providers are capable of offering the training that they need, there is a strong indication 
of problems in the training sector. It is important to remember, however, that some 
employers will prefer that institutions provide firm-specific training, a role not usually 
expected of institutions without the cost being sustained by the employer. It is also 
noteworthy that the improvements in curriculum and training methodology at INTECAP 
have not been in place long enough for employers to appreciate the results. 

The willingness of employers to contribute additional resources to training appears to be 
more related to that which is firm-specific rather than to training that will benefit 
society as a whole. Currently, there is little relationship between the private sector and 
training providers in areas that would entail the contribution of time or resources to 
training providers. This lack of involvement influences the lack of responsiveness, 
resources, and quality of instruction of training providers. Without participation of 
employers in all of these areas, employer perceptions will continue to be either negative 
or alienated from whatever the circumstances of the training provider. 

A set of six industries were found to have strengths in the areas of size or representation 
in the sector, growth potential, stability, and some related factors. These industries may 
provide some initial focus for any economic development efforts that may be planned in 

the future.
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DATA TABLES
 



TABLE 1 

COMPOSITION OF THE LABOR FORCE IN THE GUATEMALAN MANUFACTURING SECTOR
 

OCCUPATIONS 


Shoe Sewing Machine Operators and Tenders 

All Other Machine Operators and Tenders 

Other Helpers, Laborers, Manual Movers 

Textile Machine Operators and Tenders 

Sewing Machine Operators, Garment 

Packaging and Filling Machine Operators

Truck Drive:s, Light Delivery Foute Workers 

Sales Repres&ntatives, Except Retail 

Secretaries 

Freight, Stock, and Material Movers, Hand 

All Other Cleaning Building Ser i.ce Workers 

All Other Sales and Related Workcrs 

Production Inspectors, Testers, Graders, Sorters, 

Salespersons, Retail 

General Managers and Top Executives 

Janitors and Cleaners 

Guards and Watch Guards 

Food and Beverage Preparation and Service 

Bookkeeping, Accounting, Auditing Clerks 

Accountants and Auditovs 

Carpenters 

Machinery Maintenance Mechanics 

First Line Supervisors, Production & Operations

Machinery Maintenance Workers 

Production, Planning, and Expediting Clerks 

All Other Clerical and Administrative Personnel 

Other First Line Mgrs/Supervisors, Production 

Biological, Agricultural, and Food Technicians 

Bakers, Manufacturing 

Extruding/Forming/Pressing/Compact Mach. Setters 

Industrial Production Managers

Welders and Cutters 

Photographic Processing Machine Operators

Heat Treating, Annealing, Tempering Mach. Opers

Bookbinders 

Printing Press Machine Operators and Tenders 

All Other Hand Workers 

Chemical Equipment Tenders 

Cashiers 

Helpers, Carpenters and Related 

Food Preparation Workers 

Lathe and Turning Machine Tool Setters/Set-Up Oprs

Mechanic and Repairer Helpers 

Painters, Paperhangers, Contruction & Maintenance 

Fabric Apparel Patternmakers, Layout Worekrs 


UNIVERSE PERCENT
 
EMPLOYEES REPRESENTED
 

14531 16.39%
 
5904 6.66%
 
4676 5.27%
 
4507 5.08%
 
3552 4.01%
 
3156 3.56%
 
3013 3.40%
 
2771 3.13%
 
2261 2.55%
 
1865 2.10%
 
1850 2.09%
 
1693 1.91%
 
1568 1.77%
 
1545 1.74%
 
1511 1.70%
 
1386 1.56%
 
1289 1.45%
 
1149 1.30%
 
1075 1.21%
 
1035 1.17%
 
1023 1.15%
 
952 1.07%
 
870 .98%
 
801 .90%
 
787 .89%
 
753 .85%
 
704 .79%
 
693 .78%
 
681 .77%
 
653 .74%
 
639 .72%
 
590 .67%
 
553 .62%
 
545 .61%
 
510 .58%
 
473 .53%
 
473 .53%
 
462 .52%
 
439 .50%
 
411 .46%
 
399 .45%
 
399 .45%
 
396 .45%
 
385 .43%
 
379 .43%
 



Coating, Painting, Spraying Machine Oprs/Tenders

First Line Mgrs/Supervrs, Laborers/Material Movers 

Automotive Mechanics 

Textile Bleaching and Dyeing Machine Operators

Hard Tile Setters 

Assemblers and Fabricators, Exc. Nachine 

Market, Advertising, Public Relations Managers

Machine Forming Operators/Tenders, Metal & Plastic 

Masons 

Industrial Truck and Tractor Operators

Electricians 

Pressing Machine Operators and Tenders 

Furnace, Kiln, Oven, Drier or Kettle Operators

Coating, Printing, Spraying Machine Setters/Set-Up

Cutters and Trimmers, Hand 

General Office Clerks 

Bakers, Bread, and Pastry 

Maintenance Repairers, General Utility 

Driver/Sales Workers 

First Line Managers/Supervisors 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Cutting and Slicing Machine Setters/Set-Up Oprs

Cooking Machine Operators and Tenders 

Automotive Body and Related Repairers 


,Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Helpers-Brick and Stone Masons and Hard Tile 

Personnel, Training, Labor Relations Managers

Electrolytic Plating & Coating Machine Operators

Head Sawyers 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Receptionists and Information Clerks 

Custom Tailors and Sewers 

Sales Representatives, Scientific and Related 

Gardeners & Groundskeepers, Exc. Farm 

Plastic Molding and Casting Machine Operators

Machine Forming Operators 

Molders and Casters, Hand 

Upholsterers 

Photoengraving and Lithography 

Vehicle Washers and Equipment Cleaners 

Data Entry Keyers, Exc. Composing 

Credit Checkers 

Cooling and Freezing Equipment Operators/Tenders

First Line Managers/Supervisors - Service 

Offset Lthographic Press Setters and Set-Up Oprs

All Other Mechanics, Installers and Repairers

Cutting and Slicing Machine Operators/Tenders

Artists and Related Workers 

First Line Supervisors and Manager/Supervisors

All Other Management Support Workers 

Helpers, Electricians 


342 .39%
 
334 .38%
 
331 .37%
 
322 .36%
 
319 .36%
 
316 .36%
 
311 .35%
 
302 .34%
 
299 .34%
 
294 .33%
 
291 .33%
 
282 .32%
 
268 .30%
 
268 .30%
 
265 .30%
 
257 .29%
 
251 .28%
 
251 .28%
 
251 .28%
 
245 .28%
 
231 .26%
 
228 .26%
 
217 .24%
 
208 .23%
 
197 .22%
 
194 .22%
 
191 .22%
 
188 .21%
 
188 .21%
 
182 .21%
 
171 .19%
 
168 .19%
 
163 .18%
 
160 .18%
 
160 .18%
 
151 .17%
 
151 .17%
 
145 .16%
 
145 .16%
 
145 .16%
 
140 .16%
 
137 .15%
 
137 .15%
 
131 .15%
 
128 .14%
 
120 .14%
 
114 .13%
 
105 .12%
 
105 .12%
 
103 .12%
 
100 .11%
 



Purchasing Managers 

First Line Suprvrs-Agricultral, Forestry & Fishing

Precision, Compositors, Typesetters, Arrangers

Slaughterers and Butchers 

Numerical Control Machine Tool Operators

File Clerks 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Electrical, Electronic Engineering Technicians 

Metal Molding/Core Making/Casting Mach. Setters 

Sawing Machine Operators and Tenders 

Designers, Exc. Interior Designers

Letterpress Setters and Set-Up Operators

Separating/Filtering/Clarify./Precip. Mach. Oprs

Systems Analysts, Electronic Data Processing

Meat, Poultry, Fish Cutters and Trimmers, Hand 

Cementing and Gluing Machine Operators/Tenders

All Other Managers and Administrators 

Woodworking Machine Operators & Tenders, Exc. 

Writers and Editors 

Laundry and Drycleaning Machine Operators

Plumbers, Pipefitters, and Steamfitters 

Billing, Cost and Rate Clerks 

Administrative Services Managers

Traffic, Shipping, and Receiving Clerks 

Jewelers and/or Silversmiths 

Teachers, Vocational Education and Training

Small Engine Specialist 

Payroll and Timekeeping Clerks 

All Other Agricultral, Forestry, Fishing Personnel 

Mobile Heavy Equipment Mechanics, Exc. Engines

Extractive and Related Work 
- Inc. Blasters 

Machinists 

Typesetting, Composing Machine Operators

Cost Estimators 

Tool Grinders, Filers, Sharpeners, and Others 

Dairy Processing Equipment Operators

Statistical Clerks 

Painting, Coating, Decorating Workers, Hand 

Construction Trades Extractive Worker Helpers

Life Scientists 

Licensed Practical Nurses 

All Other Office Machine Operators

Pump Operators 

First Line Managers/Supervisors, Clerical 

Weighers, Measurers, Samplers - Recordkeeping

Financial Managers 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

First Line Mgrs/Supervrs, Transportation Materials 

Aircraft Mechanics 

All Other Precision Metal Workers 

Press and Press Brake Machine Setters, Set-Up 


97 .11% 
94 .11% 
94 .11% 
94 .11% 
94 .11% 
88 .10% 
83 .09% 
80 .09% 
80 .09% 
68 .08% 
66 .07% 
66 .07% 
63 .07% 
60 .07% 
60 .07% 
60 .07% 
57 .06% 
54 .06% 
51 .06% 
48 .05% 
46 .05% 
43 .05% 
40 .05% 
40 .05% 
40 .05% 
37 .04% 
37 .04% 
34 .04% 
34 .04% 
34 .04% 
34 .01% 
34 .04% 
34 .04% 
29 .03% 
29 .03% 
29 .03% 
26 .03% 
26 .03% 
26 .03% 
23 .03% 
23 .03% 
23 .03% 
23 .03% 
20 .02% 
20 .02% 
14 .02% 
14 .02% 
14 .02% 
14 .02% 
14 .02% 
14 .02% 



Animal Caretakers, Exc. Farm 

Hand Workers, Jewelry and Related Products 

Precision Optical Goods Workers 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Industrial Engineers, Exc. Safety 

Procurement Clerks 

Graders and Sorters, Agricultural Products 

Farm Equipment Mechanics 

Shoe and Leather Workers Repairers, Precision 

Tire Building Machine Operators 

Helpers, Painters, Paperhangers, Plasterers 

Budget Analysts 

Chemists, Exc. Biochemists 

Artists and Commercial Artists 

Cooks, Institutional or Cafeteria 

Child Care Workers 

Electrical Home Appliances, Power Tool Repairers

Mechanical Control Valve Installers & Repairers 

Carpet Installers 

Cabinet Makers and Bench Carpenters 

Drilling Boring Machine Tools Setters/Set-Up Oprs 

Machine Feeders and Offbearers 

Mechanical Engineers 

Drafters 

Physicians and Surgeons 

Other Cleaning, Building Services, Exc. Household 

Precision Inspectors, Testers, and Graders 

Machinery Maintenance Mechanics, Textile Machinery

Watchmakers 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic 

Nonelectrolytic Plating & Coating Machine Operator 

Chemical Equipment Controllers and Operators 


TOTAL 


MEAN 


MEDIAN 


STANDARD DEVIATION 


11 .01% 
11 .01% 
11 .01% 
11 .01% 
9 .01% 
9 .01% 
9 .01% 
9 .01% 
9 .01% 
9 .01% 
9 .01% 
6 .01% 
6 .01% 
6 .01% 
6 .01% 
6 .01% 
6 01% 
6 .01% 
6 .01% 
6 .01% 
6 .01% 
6 .01% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 
3 .00% 

88530 

494.58 

137 

1,348.19 



TABLE 2
 

VACANCIES FOR GUATEMALAN OCCUPATIONS (RANKED)
 

UNIV. UNIV. % VACANCY 
OCCUPATIONS EMPL. VAC'Y OCCUPATION 

Shoe Sewing Machine Operators and Tenders 
Sewing Machine Operators, Garment 
Textile Machine Operators and Tenders 
Other Helpers, Laborers, Manual Movers 
All Other Machine Operators and Tenders 
Carpenters 
Helpers, Carpenters and Related 
Sales Rer zsentatives, Except Retail 
Bookkeeping, Accounting, Auditing Clerks 
Production, Planning, and Expediting Clerks 
All Other Cleaning Building Service Workers 
Machinery Maintenance Workers 
Truck Drivers, Light Delivery Route Workers 
Bookbinders 
Secretaries 
Printing Press Machine Operators and Tenders 
Assemblers and Fabricators, Exc. Machine 
Salespersons, Retail 
iExtruding/Forming/Pressing/Compact Mach. Setters 
Accountants and Auditors 
Driver/Sales Workers 
Automotive Mechanics 
Slaughterers and Butchers 
Packaging and FP.lling Machine Operators 
All Other Sales and Related Workers 
All Other Clerical and Administrative Personnel 
Other First Line Mgrs/Supervisors, Production 

14531 
3552 
4507 
4676 
5904 
1023 
411 

2771 
1075 
787 

1850 
801 

3013 
510 

2261 
473 
316 

1545 
653 

1035 
251 
331 
94 

3156 
1693 
753 
704 

562 
527 
242 
211 
131 
71 
46 
43 
37 
37 
37 
37 
37 
34 
31 
31 
31 
29 
29 
26 
26 
23 
23 
23 
20 
20 
17 

3.87% 
.4.85% 
5.38% 
4.51% 
2.22% 
6.96% 

11.11% 
1.54/ 
3.45% 
!.71% 
2.00% 
4.63% 
1.23% 
6.70% 
1.39% 
6.63% 
9.91% 
1.85% 
4.37% 
2.48% 

10.23% 
6.90% 

24.24% 
.72% 

1.18% 
2.65% 
2.43% 

Machinery Maintenance Mechanics 
Industrial Production Managers 
Guards and Watch Guards 
First Line Supervisors, Production & Operations
Production Inspectors, Testers, Graders, Sorters, 
Electricians 
Letterpress Setters and Set-Up Operators 
Photoengraving and Lithography 
Laundry and Drycleaning Machine Operators
Roasting, Baking, Drying Mach. Oprs, Food/Tobacco
Cutters and Trimmers, Hand 
General Managers and Top Executives 
Chemical Equipment Tenders 
Cutting and Slicing Machine Operators/Tenders
General Office Clerks 
Maintenanca Repairers, General Utility
All Other Mechanics, Installers and Repairers 

952 
639 

1289 
870 

1568 
291 
66 

145 
48 

197 
265 

1511 
462 
114 
257 
251 
120 

17 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
ii 
11 
11 
9 
9 
9 

1.80% 
2.23% 
1.11% 
1.64% 
.91% 

4.90% 
21.74% 
9.80% 

29.41% 
7.25% 
5.38% 
.75% 

2.47% 
10.00% 
3.33% 
3.41% 
7.14% 



Painters, Paperhangers, Contruction & Maintenance 

Extractive and Related Work 
- Inc. Blasters 

Upholsterers 

Precision, Compositors, Typesetters, Arrangers

Lathe and Turning Machine Tool Setters/Set-Up Oprs

Numerical Control Machine Tool Operators

Plastic Molding and Casting Machine Operators 

Electrolytic Plating & Coating Machine Operators

Offset Lithographic Press Setters and Set-Up Oprs

Pressing Machine Operators and Tenders 

Cutting and Slicing Machine Setters/Set-Up Oprs

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Freight, Stock, and Material Movers, Hand 

Market, Advertising, Public Relitions Managers

Artists and Related Workers 

Sales Representatives, Scientific and Related 

Cashiers 

Food Preparation Workers 

Small Engine Specialist 

Masons 

Hard Tile Setters 

Machinists 

All Other Precision Metal Workers 

Fabric Apparel Patternmakers, Layout Worekrs 

Custom Tailors and Sewers 

Coating, Painting, Spraying Machine Oprs/Tenders

Mechanic and Repairer Helpers

Administrative Services Managers 

All Other Managers and Administrators 

First Line Managers/Supervisors 

Credit Checkers 

Receptionists and Information Clerks 

Traffic, Shipping, and Receiving Clerks 

First Line Managers/Supervisors - Se.-vice 

Food and Beverage Preparation and Service 

Bakers, Bread, and Pastry 

Janitors and Cleaners 

Tool Grinders, Filers, Sharpeners, and Others 

Photographic Processing Machine Operators

Welders and Cutters 

Molders and Casters, Hand 

All Other Hand Workers 

Financial Managers 

Personnel, Training, Labor Relations Managers

Purchasing Managers 

Budget Analysts 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

Cost Estimators 

All Other Management Support Workers 

Industrial Engineers, Exc. Safety

Mechanical Engineers 


385 9 2.22% 
34 9 25.00% 

145 9 5.88% 
94 9 9.09% 

399 9 2.14% 
94 9 9.09% 

160 9 5.36% 
188 9 4.55% 
128 9 6.67% 
282 9 3.03% 
228 9 3.75% 
182 9 4.69% 

1865 9 .46% 
311 6 1.83% 
105 6 5.41% 
163 6 3.51% 
439 6 1.30% 
399 6 1.43% 
37 6 15.38% 

299 6 1.90% 
319 6 1.79% 
34 6 16.67% 
14 6 40.00% 

379 6 1.50% 
168 6 3.39% 
342 6 1.67% 
396 6 1.44% 
40 3 7.14% 
57 3 5.00% 

245 3 1.16% 
137 3 2.08% 
171 3 1.67% 
40 3 7.14% 

131 3 2.17% 
1149 3 .25% 
251 3 1.14% 

1386 3 .21% 
29 3 10.00% 

553 3 .52% 
590 3 .48% 
15. 3 1.89% 
473 3 .60% 
14 0 .00% 

191 0 .00% 
97 0 .00% 
6 0 .00% 

14 0 .00% 
29 0 .00% 

103 0 .00% 
9 0 .00% 
3 0 .00% 



Electrical, Electronic Engineering Technicians 

Drafters 

Chemists, Exc. Biochemists 

Life Scientists 

Biological, Agricultural, and Food Technicians 

Systems Analysts, Electronic Data Processing

Teachers, Vocational Education and Training

Physicians and Surgeons 

Licensed Practical Nurses 

Writers and Editors 

Artists and Commercial Artists 

Designers, Exc. Interior Designers 

Meat, Poultry, Fish Cutters and Trimmers, Hand 

First Line Managers/Supervisors, Clerical 

File Clerks 

Procurement Clerks 

Statistical Clerks 

Payroll and Timekeeping Clerks 

Billing, Cost and Rate Clerks 

Data Entry Keyers, Exc. Composing 

All Other Office Machine Operators 

Weighers, Measurers, Samplers - Recordkeeping

Cooks, Institutional or Cafeteria 

Child Care Workers 

Other Cleaning, Building Services, Exc. Household 

First Line Suprvrs-Agricultral, Forestry & Fishing

Graders and Sorters, Agricultural "roducts 

Gardeners & Groundskeepers, Exc. "farm 

Animal Caretakers, Exc. Farm 

All Other Agricultral, Forestry. Fishing Per5onnel 

First Line Supervisors and Manager/Supervisors

First Line Mgrs/Supervrs, Transportation Materials 

First Line Mgrs/Supervrs, Laborers/Material Movers 

Precision Inspectors, Testers, and Graders 

Machinery Maintenance Mechanics, Textile Machinery

Automotive Body and Related Repairers

Mobile Heavy Equipment Mechanics, Exc. Engines

Farm Equipment Mechanics 

Aircraft Mechanics 

Electrical Home Appliances, Power Tool Repairers

Watchmakers 

Mechanical Control Valve Installers & Repairers

Plumbers, Pipefitters, and Steamfitters 

Carpet Installers 

Jewelers ana./or Silversmiths 

Hand Workers, J-'elry and Related Products 

Cabinet Makers c.,d Bench Carpenters 

Shoe and Leather Workers Repairers, Precision 

Bakers, Manufacturing 

Precision Optical Goods Workers 

Drilling Boring Machine Tools Setters/Set-Up Oprs 


80 0 .00% 
3 0 .00% 
6 0 .00% 

23 0 .00% 
693 0 .00% 
60 0 .00% 
37 0 .00% 
3 0 .00% 

23 0 .00% 
51 0 .00% 
6 0 .00% 

66 0 .00% 
60 0 .00% 
20 0 .00% 
88 0 .00% 
9 0 .00% 

26 0 .00% 
26 0 .00% 
43 0 .00% 

140 0 .00% 
23 0 .00% 
20 0 .00% 
6 0 .00% 
6 0 .00% 
3 0 .00% 

94 0 .00% 
9 0 .00% 

160 0 .00% 
ii 0 .00% 
34 0 .00% 

105 0 .00% 
14 0 .00% 

334 0 .00% 
3 0 .00% 
3 0 .00% 

208 0 .00% 
34 0 .00% 
9 0 .00% 

14 0 .00% 
6 0 .00% 
3 0 .00% 
6 0 .00% 

46 0 .00% 
6 0 .00% 

40 0 .00% 
11 0 .00% 
6 0 .00% 
9 0 .00% 

681 0 .00% 
ii 0 .00% 
6 0 .00% 



Punching Mach. Setters/Set-Up Oprs, Metal/Plastic

Press and Press Brake Machine Setters, Set-Up 

Machine Forming Operators/Tenders, Metal & Plastic 

Machine Forming Operators 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs 

Metal Molding/Core Making/Casting Mach. Setters 

Nonelectrolytic Plating & Coating Machine Operator

Heat Treating, Annealing, Tempering Mach. Opers 

Head Sawyers 

Sawing Machine Operators and Tenders 

Woodworking Machine Operators & Tenders, Exc. 

Typesetting, Composing Machine Operators 

Textile Bleaching and Dyeing Machine Operators

Tire Building Machine Operators 

Cooking Machine Operators and Tenders 

Furnace, Kiln, Oven, Drier or Kettle Operators 

Cooling and Freezing Equipment Operators/Tenders 

Dairy Processing Equipment Operators 

Chemical Equipment Controllers and Operators

Coating, Printing, Spraying Machine Setters/Set-Up 

Cementing and Gluing Machine Operators/Tenders 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Separating/Filtering/Clarify./Precip. Mach. Oprs 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Painting, Coating, Decorating Workers, Hand 

Industrial Truck and Tractor Operators 

Pump Operators 

Construction Trades Extractive Worker Helpers

Helpers-Brick and Stone Masons and Hard Tile 

Helpers, Electricians 

Helpers, Painters, Paperhangers, Plasterers 

Machine Feeders and Offbearers 

Vehicle Washers and Equipment Cleaners 


TOTAL 


MEAN 


MEDIAN 


STANDARD DEVIATION 


3 

14 


302 

151 

83 

80 

3 


545 

188 

68 

54 

34 


322 

9 


217 

268 

137 

29 

3 


268 

60 

11 

63 


231 

26 


294 

23 

26 


194 

100 

9 

6 


145 


88521 


495 


137 


1348 


0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 
0 .00% 

2834 

16 3.20% 

0 0.00% 

62.50 7.24% 



TABLE 3
 

EDUCATION AND SKILL LEVELS REQUIRED OF OCCUPATIONS
 
THEIR VACANCIES AND VACANCY RATES IN GUATEMALA
 

= MODE) 

SKILL EDUC. % VAC. UNIV.
OCCUPATIONS 
 LEVEL*LEVEL* OCC. VAC.
 

Drafters 
 5 7 .00% 0

Other Cleaning, Building Services, Exc. Household 5 7 .00% 0

Animal Caretakers, Exc. Farm 
 5 7 .00% 0
Industrial Production Managers 
 5 6 2.23% 14
 
Market, Advertising, Public Relations Managers 
 5 6 1.83% 6

Administrative Services Managers 
 5 6 7.14% 3
General Managers and Top Executives 5 .75%
6 11
 
Accountants and Auditors 
 5 6 2.48% 26

Purchasing Agents, Exc. Wholesale, Retail, & Farm 5 6 .00% 0
 
All Other Management Support Workers 
 5 6 .00% 0

Systems Analysts, Electronic Data Processing 5 6 .00% 0

Teachers, Vocatinal Education and Training 
 5 6 .00% 0

Licensed Practical Nurses 
 5 6 .00% 0

Artists and Related Workers 
 5 6 5.41% 6

Graders and Sorters, Agricultural Products 
 5 6 .00% 0

First Line Supervisors and Manager-Supervisors 5 6 .00% 0

Precision Inspectors, Testers, and Graders 
 5 6 .00% 0
 
Machinery Maintenance Mechanics 
 5 6 1.80% 17

Electical wome Applian !-, Power Tool Repairers 5 6 .00% 0

Designers, Exc. Interior Designers 
 5 5 .00% 0

Other First Line Mgrs/Supervsrs, Production 5 2.43%
5 17

Jewelers and/or Silversmiths 
 5 5 .00% 0

Offset Lithographic Press Setters and Set-Up Oprs 
 5 5 6.67% 9

Photoengraving and Lithography 
 5 5 9.80% 14

Traffic, Shipping, and Receiving Clerks 
 5 4 7.14% 3

Automotive Mechanics 
 5 4 6.90% 23

Automotive Body and Related Repairers 
 5 4 .00% 0

Mobile Heavy Equipment Mechanics, Exc. Engines 5 4 .00% 
 0

Farm Equipment Mechanics 
 5 4 .00% 0

Small Engine Specialist 
 5 4 15.38% 6

Mechanical Control Valve Installers & Repairers 5 4 .00% 0

Cabinet Makers and Bench Carpenters 5 .00%
4 0

Fabric Apparel Patternmakers, Layout Workers 
 5 4 1.50% 6

Shoe and Leather Workers Repairers, Precision 5 4 .00% 0

Laundry and Drycleaning Machine Operators 5 29.41%
4 14
 
Coating, Printing, Spraying Machine Setters/Set-Up 5 4 .00% 0

Woodworking Machine Operators & Tenders, Exc. 
 5 3 .00% 0

Cost Estimators 
 4 6 .00% 0

First Line Managers/Supervisors, Clerical 
 4 6 .00% 0

Secretaries 
 4 6 1.39% 31

Data Entry Keyers, Exc. Composing 4 6 .00% 0

Machinery Maintenance Mechanics, Textile Machinery 4 
 6 .00% 0

Maintenance Repairers, General Utility 
 4 6 3.41% 9
 



Electricians 
Separating/Filtering/Clarify./Precip. Mach. Oprs
?iPnching Mach. Setters/Set-Up Oprs, Metal/Plastic 

4 
4 
4 

6 
5 
4 

4.90% 
.00% 
.00% 

14 
0 
0 

Personnel, Training, Labor Relations Managers
Purchasing Managers 

3 
3 

6 
6 

.00% 

.00% 
0 
0 

All Other Managers and Administrators 
Life Scientists 
Biological, Agricultural, and Food Technicians 
First Line Managers/Supervisors 
Sales Representatives, Except Retail 
Cashiers 

3 
3 
3 
3 
3 
3 

6 
6 
6 
6 
6 
6 

5.00% 
.00% 
.00% 

1.16% 
1.54% 
1.30% 

3 
0 
0 
3 

43 
6 

Credit Checkers 
Receptionists and Information Clerks 

3 
3 

6 
6 

2.08% 
1.67% 

3 
3 

Statistical Clerks 
Bookkeeping, Accounting, Auditing Clerks 
Payroll and Timekeeping Clerks 
General Office Clerks 
First Line Managers/Supervisors - Service 
First Line Supervisors, Production & Operations
First Line Mgrs/Supervrs, Laborers/Material Movers 

3 
3 
3 
3 
3 
3 
3 

6 
6 
6 
6 
6 
6 
6 

.00% 
3.45% 
.00% 

3.33% 
2.17% 
1.64% 
.00% 

0 
37 
0 
9 
3 
14 
0 

Machinery Maintenance Workers 
Machinists 
Precision Optical Goods Workers 

3 
3 
3 

6 
6 
6 

4.63% 
16.67% 

.00% 

37 
6 
0 

Freight, Stock, and Material Movers, Hand 
Budget Analysts 

3 
3 

6 
5 

.46% 

.00% 
9 
0 

Artists and Commercial Artists 
All Other Sales and Related Workers 
Weighers, Measurers, Samplers - Recordkeeping 

3 
3 
3 

5 
5 
5 

.00% 
1.18% 
.00% 

0 
20 
0 

Production Inspe:tors, Testers, Graders, Sorters,
All Other Mechanics, Installers and Repairers
P'Fners, Pipefitters, and Steamfitters 

3 
3 
3 

5 
5 
5 

.91% 
7.14% 
.00% 

14 
9 
0 

Typesetting, Composing Machine Operators 
Helpers, Electricians 
Financial Managers 
Industrial Engineers, Exc. Safety 
Electrical, Electronic Engineering Technicians 
Writers and Editors 
Production, Planning, and Expediting Clerks 

3 
3 
3 
3 
3 
3 
3 

5 
5 
4 
4 
4 
4 
4 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 
4.71% 

0 
0 
0 
0 
0 
0 
37 

Carpenters 
Masons 
Painters, Paperhangers, Contruction & Maintenance 
All Other Precision Metal Workers 

3 
3 
3 
3 

4 
4 
4 
4 

6.96% 
1.90% 
2.22% 

40.00% 

71 
6 
9 
6 

Precision, Compositors, Typesetters, Arrangers
Bookbinders 

3 
3 

4 
4 

9.09% 
6.70% 

9 
34 

Bakers, Manufacturing 3 4 .00% 0 
Lathe and Turning Machine Tool Setters/Set-Up Oprs
Machine Forming Operators 
Plastic Molding and Casting Machine Operators
Metal Molding/Core Making/Casting Mach. Oprs/Tndrs
Nonelectrolytic Plating & Coating Machine Operator
Heat Treating, Annealing, Tempering: Mach. Opers 

3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 

2.14% 
.00% 

5.36% 
.00% 
.00% 
.00% 

9 
0 
9 
0 
0 
0 



Letterpress Setters and Set-Up Operators
Printing Press Machine Operators and Tenders 
Textile Machine Operators and Tenders 
Sewing machine Operators, Garment 

3 
3 
3 
3 

4 
4 
4 
4 

21.74% 
6.63% 
5.38% 

14.85% 

14 
31 

242 
527 

Pressing Machine Operators and Tenders 
Cooking Machine Operators and Tenders 

3 
3 

4 
4 

3.03% 
.00% 

9 
0 

Dairy Processing Equipment Operators
Cutting and Slicing Machine Operators/Tenders 
Cleaning/Washing/Pickling Equipmt Oprs & Tenders 
Welders and Cutters 
Assemblers and Fabricators, Exc. machine 
Truck Drivers, Light Delivery Route Workers 
Custom Tailors and Sewers 

3 
3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
3 

.00% 
10.00% 

.00% 

.48% 
9.91% 
1.23% 
3.39% 

0 
11 
0 
3 
31 
37 
6 

Upholsterers 
Extractive and Related Work - Inc. Blasters 
Chemical Equipment Controllers and Operators
Extruding/Forming/Pressing/Compact Mach. Setters 
Sales Representatives, Scientific and Related 

3 
3 
3 
3 
2 

2 
1 
1 
1 
6 

5.88% 
25.00% 

.00% 
4.37% 
3.51% 

9 
9 
0 
29 
6 

Billing, Cost and Rate Clerks 
Watchmakers 

2 
2 

6 
6 

.00% 

.00% 
0 
0 

Salespersons, Retail 
File Clerks 
Numerical Control Machine Tool Operators 
Procurement Clerks 
All Other Clerical and Administrative Personnel 
Guards and Watch Guards 
Food and Beverage Preparation and Service 
Bakers, Bread, and Pastry 
Cooks, Institutional or Cafeteria 

2 
2 
2 
2 
2 
2 
2 
2 
2 

5 
5 
5 
4 
4 
4 
4 
4 
4 

1.85% 
.00% 

9.09% 
.00% 

2.65% 
1.11% 
.25% 

1.14% 
.00% 

29 
0 
9 
0 
20 
14 
3 
3 
0 

First Line Supervisors, Agric., Forestry, Fishing
Gardeners & Groundskeepers, Exc. Farm 

2 
2 

4 
4 

.00% 

.00% 
0 
0 

Aircraft Mechanics 
Carpet Installers 
Slaughterers and Butchers 

2 
2 
2 

4 
4 
4 

.00% 

.00% 
24.24% 

0 
0 
23 

Head Sawyers 
Photographic Processing Machine Operators 
Tire Building Machine Operators 
Cooling and Freezing Equipment Operators/Tenders
Chemical Equipment Tenders 

2 
2 
2 
2 
2 

4 
4 
4 
4 
4 

.00% 

.52% 

.00% 

.00% 
2.47% 

0 
3 
0 
0 
11 

Coating, Painting, Spraying Machine Oprs/Tenders
Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs
Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr
All Other Machine Operators and Tenders 
Molders and Casters, Hand 
Driver/Sales Workers 
Industrial Truck and Tractor Operators
Mechanic and Repairer Helpers 

2 
2 
2 
2 
2 
2 
2 
2 

4 
4 
4 
4 
4 
4 
4 
4 

1.67% 
.00% 

4.69% 
2.22% 
1.89% 

10.23% 
.00% 

1.44% 

6 
0 
9 

131 
3 
26 
0 
6 

Helpers-Brick and Stone Masons and Hard Tile 
Helpers, Carpenters and Related 
Other Helpers, Laborers, Manual Movers 
First Line Mgrs/Supervrs, Transportation Materials 

2 
2 
2 
2 

4 
4 
4 
3 

.00% 
11.11% 
4.51% 
.00% 

0 
46 

211 
0 



Furnace, Kiln, Oven, Drier or Kettle Operators
Construction Trades Extractive Worker Helpers
Hard Tile Setters 
Drilling Boring Machine Tools Setters/Set-Up Oprs
Machine Forming Operators/Tenders, Metal & Plastic 

2 
2 
2 
2 
2 

3 
3 
2 
2 
2 

.00% 

.00% 
1.79% 
.00% 
.00% 

0 
0 
6 
0 
0 

Metal Molding/Core Making/Casting Mach. Setters 
Electrolytic Plating & Coating Machine Operators 
Sawing Machine Operators and Tenders 

2 
2 
2 

2 
2 
2 

.00% 
4.55% 
.00% 

0 
9 
0 

Textile Bleaching and Dyeing Machine Operators
Cutters and Trimmers, Hand 

2 
2 

2 
2 

.00% 
5.38% 

0 
14 

All Other Hand Workers 2 2 .60% 3 
All Other Agricltral, Forestry, Fishing Personnel 
Chemists, Exc. Biochemists 

2 
1 

1 
5 

.00% 

.00% 
0 
0 

Hand Workers, Jewelry and Related Products 1 5 .00% 0 
All Other Office Machine Operators 1 4 .00% 0 
Janitors and Cleaners 1 4 .21% 3 
All Other Cleaning Building Service Workers 1 4 2.00% 37 
Child Care Workers 1 4 .00% 0 
Tool Grinders, Filers, Sharpeners, and Others 
Shoe Sewing machine Operators and Tenders 

1 
1 

4 
4 

10.00% 
3.87% 

3 
562 

Cutting and Slicing Machine Setters/Set-Up Oprs 
Packaging and Filling Machine Operators 
Painting, Coating, Decorating Workers, Hand 

1 
1 
1 

4 
4 
4 

3.75% 
.72% 
.00% 

9 
23 
0 

Pump Operators 1 4 .00% 0 
Helpers, Painters, Paperhangers, Plasterers 1 4 .00% 0 
Vehicle Washers and Equipment Cleaners 1 4 .00% 0 
Press and Press Brake Machine Setters, Set-Up
Meat, Poultry Fish Cutters and Trimmers, Hand 

1 
1 

3 
2 

.00% 

.00% 
0 
0 

Food Preparation Workers 1 2 1.43% 6 
Machine Feeders and Offbearers 
Roasting, Baking, Drying Mach. Oprs, Food/Tobacco
Cementing and Gluing Machine Operators/Tenders 
Mechanical Engineers 

1 
1 
1 
0 

2 
1 
1 
8 

.00% 
7.25% 
.00% 
.00% 

0 
14 
0 
0 

Physicians and Surgeons 0 8 .00% 0 

528 797 2834 

MEAN 3 4 3.20% 16 

STANDARD DEVIATION 1 1 7.24% 62 



TABLE 4
 

SKILL LEVELS REQUIRED BY EMPLOYERS FOR OCCUPATIONS
 
AND OCCUPATIONAL VACANCIES AND VACANCY RATES IN GUATEMALA
 

= MODE) 

SKILL % VACANCY UNIVERSE 
OCCUPATIONS LEVEL* VACANCIES 

Laundry and Drycleaning Machine Operators 
Small Engine Specialist 
Photoengraving and Lithography 

5 
5 
5 

29.41% 
15.38% 
9.80% 

14 
6 
14 

Administrative Services Managers 5 7.14% 3 
Traffic, Shipping, and Receiving Clerks 
Automotive Mechanics 
Offset Lithographic Press Setters and Set-Up Oprs
Artists and Related Workers 

5 
5 
5 
5 

7.14% 
6.90% 
6.67% 
5.41% 

3 
23 
9 
6 

Accountants and Auditors 5 2.48% 26 
Other First Line Mgrs/Supervsrs, Production 
Tndustrial Production Managers 

5 
5 

2.43% 
2.23% 

17 
14 

Market, Advertising, Public Relations Managers
Machinery Maintenance Mech .ics 

5 
5 

1.83% 
1.80% 

6 
17 

Fabric Apparel Patternmakers, Layout Workers 
General Managers and Top Executives 

,Purchasing Agents. Exc. Wholesale, Retail, & Farm 

5 
5 
5 

1.50% 
.75% 
.00% 

6 
11 
0 

All Other Management Support Workers 
Drafters 

5 
5 

.00% 

.00% 
0 
0 

Systems Analysts, Electronic Data Processing
Teachers, Vocatinal Education and Training
Licensed Practical Nurses 
Designers, Exc. Interior Designers 
Other Cleaning, Building Services, Exc. Household 

5 
5 
5 
5 
5 

.00% 

.00% 

.00% 

.00% 

.005. 

0 
0 
0 
0 
0 

Graders and Sorters, Agricultural Products 
Animal Caretakers, Exc. Farm 
First Line Supervisors and Manager-Supervisors 

5 
5 
5 

.00% 

.00% 

.00% 

0 
0 
0 

Precision Inspectors, Testers, and Graders 5 .00% 0 
Automotive Body and Related Repairers 5 .00% 0 
Mobile Heavy Equipment Mechanics, Exc. Engines
Farm Equipment Mechanics 

5 
5 

.00% 

.00% 
0 
0 

Electrical Home Appliances, Power Tool Repairers
Mechanical Control Valve Installers & Repairers
Jewelers and/or Silversmiths 
Cabinet Makers and Bench Carpenters 

5 
5 
5 
5 

.00% 

.00% 

.00% 

.00% 

0 
0 
0 
0 

Shoe and Leather Workers Repairers, Precision 
Woodworking Machine Operators & Tenders, Exc. 

5 
5 

.00% 

.00% 
0 
0 

Coating, Printing, Spraying Machine Setters/Set-Up 
Electricians 
Maintenance Repairers, General Utility
Secretaries 
Cost Estimators 
First Line Managers/Supervisors, Clerical 

5 
4 
4 
4 
4 
4 

.00% 
4.90% 
3.41% 
1.39% 
.00% 
.00% 

0 
14 
9 
31 
0 
0 



Data Entry Keyers, Exc. Composing 4 

Machinery Maintenance Mechanics, Textile Machinery 4 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic 4 

Separati.ng/Filtering/Clarify./Precip. Mach. Oprs 
 4 

All Other Precision Metal Workers 
 3 

Extractive and Related Work 
- Inc. Blasters 3 

Letterpress Setters and Set-Up Operators 
 3 

Machinists 
 3 

Sewing machine Operators, Garment 3 

Cutting and Slicing Machine Operators/Tenders 3 

Assemblers and Fabricators, Exc. machine 3 

Precision, Compositors, Typesetters, Arrangers 3 

All Other Mechanics, Installers and Repairers 3 

Carpenters 
 3 

Bookbinders 
 3 

Printing Press Machine Operators and Tenders 3 

Upholsterers 
 3 

Textile Machine Operators and Tenders 3 

Plastic Molding and Casting Machine Operators 3 

All Other Managers and Administrators 3 

Production Planning, and Expediting Clerks 3 

Machinery Maintenance workers 
 3 

Extruding/Forming/Pressirig/Compact Mach. Setters 
 3 

Bookkeeping, Accounting, Auditing Clerks 
 3 

Custom Tailors and Sewers 
 3 

General Office Clerks 
 3 

Pressing Machine Operators and Tenders 3 

Painters. Paperhangers, Contruction & Maintenance 
 3 

First Line Managers/Supervisors - Service 3 

Lathe end Turning Machine Tool Setters/Set-Up Oprs 3 

Credit Checkers 
 3 

Masons 
 3 

Receptionists and Infoiation Clerks 
 3 

First Line Supervisors, Production & Operations 3 

Sales Representatives, Except Retail 
 3 

Cashiers 
 3 

Truck Drivers, Light Delivery Route Workers 3 

All Other Sales and Related Workers 3 

First Line Managers/Supervisors 3 

Production Inspectors, Testers, Graders, Sorters, 3 

Welders and Cutters 
 3 

Freight, Stock, and Material Movers, Hand 
 3 

Financial Managers 
 3 

Personnel, Training, Labor Relations Managers 
 3 

Purchasing Managers 
 3 

Budget Analysts 
 3 

Industrial Engineers, Exc. Safety 
 3 

Electrical, Electronic Engineering Technicians 3 

Life Scientists 
 3 

Biological, Agricultural, and Food Technicians 
 3 

Writers and Editors 
 3 


.00% 0
 

.00% 0
 

.00% 0
 

.00% 0
 
40.00% E.
 
25.00% 9
 
21.74% 14
 
16.67% 6
 
14.95% 527
 
10.00% 11
 
9.91% 31.
 
9.09% 9
 
7.14% 9
 
6.96% 71
 
6.70% 34
 
6.63% 31
 
5.38% 9
 
5.38% 2!k2
 
5.36% 9
 
5.00% 3
 
4.71% 37
 
4.63% 37
 
4.37% 29
 
3.45% 37
 
3.39% 6
 
3.33% 9'
 
3.03% 9
 
2.22% 9
 
2.17% 3
 
2.14% 9
 
2.08% 3
 
1.90% 6
 
1.67% 3
 
1.64% 14
 
1.54% 43
 
1.30% 6
 
1.23% 37
 
1.18% 20
 
1.16% 3
 
.91% 14
 
.48% 3
 
.46% 9
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 



Artists and Commercial Artists 
 3 

Statistical Clerks 
 3 

Payroll and Timekeeping Clerks 3 

Weighers, Measurers, Samplers - Recordkeeping 3 

First Line Mgrs/Supervrs, Laborers/Material Movers 3 

Plumbers, Pipefitters, and Steamfitters 3 

Bakers, Manufacturing 
 3 

Precision Optical Goods Workers 
 3 

Machine Forming Operators 3 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs 3 

Nonelectrolytic Plating & Coating Machine Operator 
3 

Heat Treating, Annealing, Tempering Mach. Opers 3 

Typesetting, Composing Machine Operators 
 3 

Cooking Machine Operators and Tenders 3 

Dairy Processing Equipment Operators 
 3 

Chemical Equipment Controllers and Operators 3 

Cleaning/Washing/Pickling Equipmt Oprs & Tenders 
 3 

Helpers, Electricians 
 3 

Slaughterers and Butchers 
 2 

Helpers, Carpenters and Related 
 2 

Driver/Sales Workers 
 2 

Numerical Control Machine Tool Operators 2 

Cutters and Trimmers, Hand 
 2 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr 
2 

Electrolytic Plating & Coating Machine Operators 
 2 

Other Helpers, Laborers, Manual Movers 2 

Sales Representatives, Scientific and Related 
 2 

All Other Clerical and Administrative Personnel. 2 

Chemical Equipment Tenders 
 2 

All Other Machine Operators and Tenders 2 

Molders and Casters, Hand 
 2 

Salespersons, Retail 
 2 

Hard Tile Setters 
 2 

Coating, Painting, Spraying Machine Oprs/Tenders 2 

Mechanic and Repairer Helpers 
 2 

Bakers, Bread, and Pastry 
 2 

Guards and Watch Guards 
 2 

All Other Hand Workers 
 2 

Photographic Processing Machine Operators 
 2 

Food and Beverage Preparation and Service 2 

File Clerks 
 2 

Procurement Clerks 
 2 

Billing, Cost and Rate Clerks 
 2 

Cooks, Institutional or Cafeteria 
 2 

First Line Supervisors, Agric., Forestry, Fishing 2 

Gardeners & Groundskeepers, Exc. Farm 2 

All Other Agricltral, Yorestry, Fishing Personnel 2 

First Line Mgrs/Supervrs, Transportation Materials 2 

Aircraft Mechanics 
 2 

Watchmakers 
 2 

Carpet Installers 
 2 


.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% C 

.00% 0 

.00% 0 

.00% 0 
24.24% 23 
11.11% 46 
10.23% 26 
9.09% 9 
5.38% 14 
4.69% 9 
4.55% 9 
4.51% 211 
3.51% 6 
2.65% 20 
2.47% 11 
2.22% 131 
1.89% 3 
1.85% 29 
1.79% 6 
1.67% 6 
1.44% 6 
1.14% 3 
1.11% 14 
.60% 3 
.52% 3 
.25% 3 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 



Drilling Boring Machine Tools Setters/Set-Up Oprs
Machine Forming Operators/Tenders, Metal & Plastic 
Metal Molding/Core Making/Casting Mach. Setters 
Head Sawyers 
Sawing Machine Operators and Tenders 
Textile Bleaching and Dyeing Machine Operators
Tire Building Machine Operators 

2 
2 
2 
2 
2 
2 
2 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

0 
0 
0 
0 
0 
0 
0 

Furnace, Kiln, Oven, Drier or Kettle Operators
Cooling and Freezing Equipment Operators/Tenders 
Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs
Industrial Truck and Tractor Operators 
Construction Trades Extractive Worker Helpers
Helpers-Brick and Stone Masons and Hard Tile 
Tool Grinders, Filers, Sharpeners, and Others 

2 
2 
2 
2 
2 
2 
1 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 
10.00% 

0 
0 
0 
0 
0 
0 
3 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco
Shoe Sewing machine Operators and Tenders 
Cutting and Slicing Machine Setters/Set-Up Oprs
All Other Cleaning Building Service Workers 

1 
1 
1 
1 

7.25% 
3.87% 
3.75% 
2.00% 

14 
562 
9 
37 

Food Preparation Worker3 1 1.43% 6 
Packaging and Filling Machine Operators
Janitors and Cleaners 
Chemists, Exc. Biochemists 
Meat, Poultry Fish Cutters and Trimmers, Hand 
All Other Office Machine Operators 
Child Care Workers 
Hand Workers, Jewelry and Related Products 
Press and Press Brake Machine Setters, Set-Up
Cementing and Gluing Machine Operators/Tenders 
Painting, Coating, Decorating Workers, Hand 

1 
1 
1 
1 
1 
1 
1 
1 
1 
1 

.72% 

.21% 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

23 
3 
0 
0 
0 
0 
0 
0 
0 
0 

Pump Operators 
Helpers, Painters, Paperhangers, Plasterers 
Machine Feeders and Offbearers 
Vehicle Washers and Equipment Cleaners 
Mechanical Engineers 
Physicians and Surgeons 

1 
1 
1 
1 
0 
0 

.00% 

.00% 

.00% 

.00% 

.00% 

.00% 

0 
0 
0 
0 
0 
0 

TOTAL 528 2,834 

MEAN 2.95 3.20% 16 

STANDARD DEVIATION 1.30 7.24% <2 



TABLE 5
 

EDUCATION LEVELS REQUIRED BY EMPLOYERS FOR OCCUPATIONS
 
AND OCCUPATIONAL VACANCY RATES IN GUATEMALA
 

= MODE) 

EDUC. % VACANCY UNIVERSE
 
OCCUPATIONS 
 LEVEL* VACANCIES
 

Mechanical Engineers 
 8 .00% 0

Physicians and Surgeons 
 8 .00% 0

Drafters 
 7 .00% 0

Other Cleaning, Building Services, Exc. Household 7 .00% 0

Animal Caretakers, Exc. Farm 
 7 .00% 0

Machini7sts 
 6 16.67% 6

Administrative Services Managers 
 6 7.14% 3
 
Artists and Related Workers 
 6 5.41% 6

All Other Managers and Administrators 6 5.00% 3

Electricians 
 6 4.90% 14

Machinery Maintenance Workers 
 6 4.63% 37
Sales Representatives, Scientific and Related 
 6 3.51% 6
 
Bookkeeping, Accounting, Auditing Clerks 
 6 3.45% 37

Maintenance Repairers, General Utility 
 6 3.41% 9

General Office Clerks 
 6 3.33% 9

Accountants and Auditors 
 6 2.48% 26

Industrial Production Managers 
 6 2.23% 14

First Line Managers/Supervisors - Service 
 6 2.17% 3

Credit Checkers 
 6 2.08% 3

Market, Advertising, Public Relations Managers 
 6 1.83% 6

Machinery Maintenance Mechanics 
 6 1.80% 17

Receptionists and T nformation Clerks 
 6 1.67% 3

First Line Supervisors, Production & Operations 6 
 1.64% 14

Sales Representatives, Except Retail 
 6 1.54% 43

Secretaries 
 6 1.39% 31

Cashiers 
 6 1.30% 6

First Line Managers/Supervisors 
 6 1.16% 3

General Managers and Top Executives 6 .75% 11

Freight, Stock, and Material Movers, Hand 
 6 .46% 9

Personnel, Training, Labor Relations Managers 
 6 .00% 0

Purchasing Managers 
 6 .00% 0

Purchasing Agents, Exc. Wholesale, Retail, & Farm 
 6 .00% 0

Cost Estimators 
 6 .00% 0

All Other Management Support Workers 
 6 .00% 0

Life Scientists 
 6 .00% 0

Biological, Agricultural, and Food Technicians 
 6 .00% 0
 
Systems Analysts, Electronic Data Processing 6 .00% 0

Teachers, Vocatinal Education and Training 6 
 .00% 0

Licensed Practical Nurses 
 6 .00% 0

First Line Managers/Supervisors, Clerical 
 6 .00% 0

Statistical Clerks 
 6 .00% 0

Payroll and Timekeeping Clerks 
 6 .00% 0
 



Billing, Cost and Rate Clerks 
 6 

Data Entry Keyers, Exc. Composing 6 

Graders and Sorters, Agricultural Products 6 

First Line Supervisors and Manager-Supervisors 6 

First Line Mgrs/Supervrs, Laborers/Material Movers 6 

Precision Inspectors, Testers, and Graders 
 6 

Machinery Maintenance Mechanics, Textile Machinery 6 

Electrical Home Appliances, Power Tool Repairers 6 

Watchmakers 
 6 

Precision Optical Goods Workers 
 6 

Photoengraving and Lithography 
 5 

Numerical Control Machine Tool Operators 5 

All Other Mechanics, Installers and Repairers 5 

Offset Lithographic Press Setters and Set-Up Oprs 5 

Other First Line Mgrs/Supervsrs, Production 5 

Salespersons, Retail 
 5 

All Other Sales and Related Workers 5 

Production Inspectors, Testers, Graders, Sorters, 5 

Budget Analysts 
 5 

Chemists, Exc. Biochemists 
 5 

Artists and Commercial Artists 
 5 

Designers, Exc. Interior Designers 
 5 

File Clerks 
 5 

Weighers, Measurers, Samplers - Recordkeeping 5 


iPlumbers, Pipefitters, and Steamfitters 5 

Jewelers and/or Silversmiths 5 

Hand Workers, Jewelry and Related Products 5 

Typesetting, Composing Machine Operators 
 5 

Separating/Filtering/Clarify./Precip. Mach. Oprs 
 5 

Helpers, Electricians 
 5 

All Other Precision Metal Workers 
 4 

Laundry and Drycleaning Machine Operators 4 

Slaughterers and Butchers 
 4 

Letterpress Setters and Set-Up Operators 
 4 

Small Engine Specialist 4 

Sewing machine Operators, Garment 4 

Helpers, Carpenters and Related 
 4 

Driver/Sales Workers 
 4 

Tool Grinders, Filers, Sharpeners, and Others 4 

Cutting and Slicing Machine Operators/Tenders 4 

Assemblers and Fabricators, Exc. machine 4 

Precision, Compositors, Typesetters, Arrangers 4 

Traffic, Shipping, and Receiving Clerks 4 

Carpenters 
 4 

Automotive Mechanics 
 4 

Bookbinders 
 4 

Printing Press Machine Operators and Tenders 4 

Textile Machine Operators and Tenders 4 

Plastic Molding and Casting Machine Operators 4 

Production, Planning, and Expediting Clerks 
 4 

lExtruding/Forming/Pressing/Compact Mach. Oprs/Tndr 
 4 


.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 
9.80% 14 
9.09% 9 
7.14% 9 
6.67% 9 
2.43% 17 
1.85% 29 
1.18% 20 
.91% 14 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 

40.00% 6 
29.41% 14 
24.24% 23 
21.74% 14 
15.38% 6 
14.85% 527 
11.11% 46 
10.23% 26 
10.00% 3 
10.00% 11 
9.91% 31 
9.09% 9 
7.14% 3 
6.96% 71 
6.90% 23 
6.70% 34 
6.63% 31 
5.38% 242 
5.36% 9 
4.71% 37 
4.69% 9 



Other Helpers, Laborers, Manual Movers 4 

Shoe Sewing machine Operators and Tenders 4 

Cutting and Slicing Machine Setters/Set-Up Oprs 4 

Pressing Machine Operators and Tenders 4 

All Other Clerical and Administrative Personnel 4 

Chemical Equipment Tenders 
 4 

Painters, Paperhangers, Contruction & Maintenance 
 4 

All Other Machine Operators and Tenders 4 

Lathe and Turning Machine Tool Setters/Set-U Oprs 4 

All Other Cleaning Building Service Workers 4 

Masons 
 4 

Molders and Casters, Hand 
 4 

Coating, Painting, Spraying Machine Oprs/Tenders 4 

Faoric Apparel Patternm Aers, Layout Workers 4 

Mechanic and Repairer Helpers 
 4 

Truck Drivers, Light Delivery Route Workers 4 

Bakers, Bread, and Pastry 
 4 

Guards and Watch Guards 
 4 

Packaging and Filling Machine Operators 4 

Photographic Processing Machine Operators 
 4 

Welders and Cutters 
 4

Food and Beverage Preparation and Service 4 

Janitors and Cleaners 
 4 

Financial Managers 
 4 

Industrial Engineers, Exc. Safety 
 4 

Electrical, Electronic Engineering Technicians 4 

Writers and Editors 
 4 

Procurement Clerks 
 4 

All Other Office Machine Operators 4 

Cooks, Institutional or Cafeteria 
 4 

Child Care Workers 
 4 

First Line Supervisors, Agric., Forestry, Fishing 4 

Gardeners & Groundskeepers, Exc. Farm 
 4 

Automotive Body and Related Repairers 
 4 

Mobile Heavy Equipment Mechanics, Exc. Engines 4 

Farm Equipment Mechanics 
 4 

Aircraft Mechanics 
 4 

Mechanical Control Valve Installers & Repairers 4 

Carpet Installers 
 4 

Cabinet Makers and Bench Carpenters 4 

Shoe and Leather Workers Repairers, Precision 4 

Bakers, Manufacturing 
 4 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic 4 

Machine Forming Operators 4 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs 4 

Nonelectrolytic Plating & Coating Machine Operator 
 4 

Heat Treating, Annealing, Tempering Mach. Opers 4 

Head Sawyers 
 4 

Tire Building Machine Operators 4 

Cooking Machine Operators and Tenders 4 

Cooling and Freezing Equipment Operators/Tenders 4 


4.51% 211 
3.87% 562 
3.75% 9 
3.03% 9 
2.65% 20 
2.47% 11 
2.22% 9 
2.22% 131 
2.14% 9 
2.00% 37 
1.90% 6 
1.89% 3 
1.67% 6 
1.50% 6 
1.44% 6 
1.23% 37 
1.14% 3 
1.11% 14 
.72% 23 
.52% 3 
.48% 3 
.25% 3 
.21% 3 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
100% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 



Dairy Processing Equipment Operators 

Coating, Printing, Spraying Machine Setters/Set-Up

Cleaning/Washing/Pickling Equipmt Oprs & Tenders 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Painting, Coating, Decorating Workers, Hand 

Industrial Truck and Tractor Operators 

Pump Operators 

Helpers-Brick and Stone Masons and Hard Tile 

Helpers, Painters, Paperhangers, Plasterers 

Vehicle Washers and Equipment Cleaners 

Custom Tailors and Sewers 

First Line Mgrs/Supervrs, T._nsportation Materials 

Press and Press Brake Machine Setters, Set-Up

Woodworking Machine Operators & Tenders, Exc. 

Furnace, Kiln, Oven, Drier or Kettle Operators

Construction Trades Extractive Worker Helpers

Upholsterers 

Cutters and Trimmers, Hand 

Electrolytic Plating & Coating Machine Operators

Hard Tile Setters 

Food Preparation Workers 

All Other Hand Workers 

Meat, Poultry Fish Cutters and Trimmers, Hand 

Drilling Boring Machine Tools Setters/Set-Up Oprs

Machine Forming Operators/Tenders, Metal & Plastic 

Metal Molding/Core Making/Casting Mach. Setters 

Sawing Machine Operators and Tenders 

Textile Bleaching and Dyeing Machine Operators

Machine Feeders and Offbearers 

Extractive and Related Work 
- Inc. Blasters 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Extruding/Forming/Pressing/Compact Mach. Setters 

All Other Agricitral, Forestry, Fishing Personnel 

Chemical Equipment Controllers and Operators 

Cementing and Gluing Machine Operators/Tenders 


TOTAL 


MEAN 


STANDARD DEVIATION 


4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

3 

3 

3 

3 

3 

3 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

1 

1 

1 

1 

1 

1 


797 


4.453 


1.383 


.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 
3.39% 6 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 

5.88% 9 
5.38% 14 
4.55% 9 
1.79% 6 
1.43% 6 
.60% 3 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 

25.00% 9 
7.25% 14 
4.37% 29 
.00% 0 
.00% 0 
.00% 0 

2,834 

3.20% 16 

7.24% 62 



TABLE 6
 

PERCENTAGE OF RESPONDING EMPLOYERS WHOSE EMPLOYEES
 
RECEIVE INSTITUTIONAL TRAINING FOR THEIR
 

OCCUPATIONS IN GUATEMALA
 

Total Emplyrs
 
Universe % Instit. Using
OCCUPATIONS Employers Instit.
Train 


Chemists, Exc. Biochemists 
 6 100.00% 6

Machinery Maintenance Mechanics, Textile Machinery 
 6 100.00% 6

Mobile Heavy Equipment Mechanics, Exc. Engines 3 100.00% 3

Farm Equipment Mechanics 
 3 100.00% 3

Aircraft Mechanics 
 3 100.00% 3

Traffic, Shi.pping, and Receiving Clerks 
 17 66.67% 11

Graders and Sorters, Agricultural Products 
 9 66.67% 6

Administrative Services Managers 
 48 64.71% 31

Photoengraving and Lithography 
 97 61.76% 60

First Line Managers/Supervisors 
 40 57.14% 23

First Line Managers/Supervisors, Clerical 
 23 50.00% 11

Machinists 
 23 50.00% 11

Teachers, Vocational Education and Training 
 11 50.00% (

First Line Mgrs/Supervrs, Transportation Materials 11 50.00% 6

Numerical Control Machine Tool Operators 
 11 50.00% 6

Painting, Coatings;, Decorating Workers, Hand 
 11 50.00% 6

All Other Mechzanics, Installers and Repairers 
 63 45.45% 29

Electrolytic Plating & Coating Machine Operators 
 31 45.45% 14

Automotive Mechanics 
 128 44.44% 57

Maintenance Repairers, General Utility 
 77 44.44% 34

Hard Tile Setters 
 60 42.86% 26
Electrical, Electronic Engineering Technicians 34 41.67% 14

Machinery Maintenance Workers 
 242 41.18% 100

Systems Analysts, ilectronic Data Processing 48 41.18% 20

All Other Managers and Administrators 63 40.91% 
 26

Meat, Poultry, Fish Cutters and Trimmers, Hand 14 40.00% 6

Molders and Casters, Hand 
 51 38.89% 20

Machinery Maintenance Mechanics 
 231 38.27% 88

Electricians 
 157 38.18% 60
Artists and Related Workers 
 60 38.10% 23

Sales Representatives, Scientific and Related 
 46 37.50% 17

Separating/Filtering/Clarify./Precip. Mach. Oprs 
 23 37.50% 9

Data Entry Keyers, Exc. Composing 94 36.36% 34
 
Market, Advertising, Public Relations Managers 
 120 35.71% 43

Bookkeeping, Accounting, Auditing Clerks 
 465 35.58% 165

Lathe and Turning Machine Tool Setters/Set-Up Oprs 137 35.42% 48

First Line Supervisors, Production & Operations 
 259 34.07% 88

File Clerks 
 26 33.33% 9

Letterpress Setters and Set-Up Operators 
 26 33.33% 9
Purchasing Agents, Exc. Wholesale, Retail, & Farm 
 17 33.33% 6

Financial Managers 
 9 33.33% 3
 



Budget Analysts 

All Other Agricultral, Forestry, Fishing Personnel 

Tool Grinders, Filers, Sharpeners, and Others 

Hand Workers, Jewelry and Related Pmoducts 

Secretaries 

Accountants and Auditors 

Welders and Cutters 

Plastic Molding and Casting Machine Operators 

First Line Managers/Supervisors - Service 

Other First Line Mgrs/Supervisors, Production 

Extruding/Forming/Pressing/Compact Mach. Setters 

Receptionists and Information Clerks 

Sales Representatives, Except Retail 

Personnel, Training, Labor Relations Managers 

Industrial Production Managers 

Shoe and Leather Workers Repairers, Precision 

Purchasing Managers 

Cutting and Slicing Machine Setters/Set-Up Oprs 

Designers, Exc. Interior Designers 

Custom Tailors and Sewers 

Bookbinders 

Production, Planning, and Expediting Clerks 

Chemical Equipment Tenders 

Credit Checkers 

Mechanic and Repairer Helpers 

Precision, Compositors, Typesetters, Arrangers 

All Other Management Support Workers 

Plumbers, Pipefitters, and Steamfitters 

Cementing and Gluing Machine Operators/Tenders 

First Line Mgrs/Supervrs, Laborers/Material Movers 

Cashiers 

Automotive Body and Related Repairers 

First Line Supervisors and Manager/Supervisors 

Coating, Printing, Spraying Machine Setters/Set-Up 

Driver/Sales Workers 

Printing Press Machine Operators and Tenders 

Carpenters 

Freight, Stock, and Material Movers, Hand 

All Other Sales and Related Workers 

Heat Treating, Annealing, Tempering Mach. Opers 

Sawing Machine Operators and Tenders 

Offset Lithographic Press Setters and Set-Up Oprs 

Writers and Editors 

Biological, Agricultural, and Food Technicians 

Bakers, Manufacturing 

Painters, Paperhangers, Contruction & Maintenance 

General Office Clerks 

Industrial Truck and Tractor Operators 

Shoe Sewing Machine Operators and Tenders 

All Other Cleaning Building Service Workers 

General Managers and Top Executives 


9 33.33% 3
 
9 33.33%. 3
 
9 33.33% 3
 
9 33.33% 3
 

1368 30.83% 4
 
664 30.47% 2U2
 
160 30.36% 48
 
29 30.)0% 9
 
97 29.41% 29
 

217 28.95% 63
 
165 27.59% 46
 
145 27,45% 40
 
473 27.11% 128
 
188 25.76% 48
 
502 25.57% 128
 
11 25.00% 3
 
94 24.24% 23
 
83 24.14% 20
 
48 23.53% 11
 
48 23.53% 11
 

134 23.40% 31
 
160 23.21% 37
 
91 21.88% 20
 

105 21.62% 23
 
114 20.00% 23
 
71 20.00% 14
 
14 20.00% 3
 
14 20.00% 3
 
14 20.00% 3
 

268 19.15% 51
 
200 18.57% 37
 
77 18.52% 14
 
63 18.18% 11
 
63 18.18% 11
 
31 18.18% 6
 

143 18.00% 26
 
194 17.65% 34
 
562 17.26% 97
 
154 16.67% 26
 
120 16.67% 20
 
34 i6.67% 6
 
34 16.67% 6
 
17 16.67% 3
 
88 16.13% 14
 

143 16.00% 23
 
145 15.69% 23
 
il 15.38% 17
 
74 15.38% 11
 

844 15.20% 128
 
188 15.15% 29
 
510 15.08% 77
 



Furnace, Kiln, Oven, Drier or Kettle Operators

Assemblers and Fabricators, Exc. Machine 

Production Inspectors, Testers, Graders, Sorters,

Upholsterers 

Helpers-Brick and Stone Masons and Hard Tile 

Salespersons, Retail 

Photographic Processing Machine Operators

Vehicle Washers and Equipment Cleaners 

Sewing Machine Operators, Garment 

Food and Beverage Preparation and Service 

All Other Clerical and Administrative Personnel 

Woodworking Machine Operators & Tenders, Exc. 

Other Helpers, Laborers, Manual Movers 

All Other Machine Operators and Tenders 

Fabric Apparel Patternmakers, Layout Worekrs 

Packaging and Filling Machine Operators 

Food Preparation Workers 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Billing, Cost and Rate Clerks 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Cooling and Freezing Equipment Operators/Tenders 

Helpers, Electricians 

Helpers, Carpenters and Related 

Machine Forming Operators/Tenders, Metal & Plastic 

Head Sawyers 

Truck Drivers, Light Delivery Route Workers 

Guards and Watch Guards 

Janitors and Cleaners 

Masons 

Pressing Machine Operators and Tenders 

Textile Machine Operators and Tenders 

All Other Hand Workers 

Bakers, Bread, and Pastry 

Coating, Painting, Spraying Machine Oprs/Tenders

Gardeners & Groundskeepers, Exc. Farm 

Cutters and Trimmers, Hand 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Cooking Machine Operators and Tenders 

Small Engine Specialist 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Textile Bleaching and Dyeing Machine Operators

First Line Suprvrs-Agricultral, Forestry & Fishing

Jewelers and/or Silversmiths 

Cost Estimators 

Cutting and Slicing Machine Operators and Tenders 

Licensed Practical Nurses 

Payroll and Timekeeping Clerks 

Slaughterers and Butchers 

Laundry and Drycleaning Machine Operators 

Life Scientists 

Weighers, Measurers. Samplers - Recordkppnina 


57 15.00% 9 
77 14.81% 11 

214 14.67% 31 
20 14.29% 3 
20 14.29% 3 

282 13.13% 37 
46 12.50% 6 
46 12.50% 6 

237 12.05% 29 
120 11.90% 14 
505 11.30% 57 
26 11.11% 3 

573 10.45% 60 
536 10.11% 54 
174 9.84% 17 
399 8.57% 34 
103 8.33% 9 
68 8.33% 6 
34 8.33% 3 
74 7.69% 6 
37 7.69% 3 
37 7.69% 3 
77 7.41% 6 
43 6.67% 3 
43 6.67% 3 

730 6.25% 46 
436 5.88% 26 
516 4.97% 26 
71 4.00% 3 
71 4.00% 3 

413 2.76% 11 
128 2.22% 3 
83 .00% 0 
71 .00% 0 
66 .00% 0 
54 .00% 0 
51 .00% 0 
51 .00% 0 
46 .00% 0 
43 .00% 0 
34 .00% 0 
29 .00% 0 
26 .00% 0 
23 .00% 0 
20 .00% 0 
17 .00% 0 
17 .00% 0 
17 .00% 0 
17 .00% 0 
14 .30% 0 
1h nno 



Typesetting, Composing Machine Operators

Dairy Processing Equipment Operators

Statistical Clerks 

All Other Office Machine Operators

Artists and Commercial Artists 

Cooks, Institutional or Cafeteria 

Animal Caretakers, Exc. Farm 

Extractive and Related Work 
- Inc. Blasters 

Cabinet Makers and Bench Carpenters 

Drilling Boring Machine Tools Setters/Set-Up Oprs

Press and Press Brake Machine Setters, Set-Up

Tire Building Machine Operators 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Construction Trades Extractive Worker Helpers

Helpers, Painters, Paperhangers, Plasterers 

Industrial Engineers, Exc. Safety 

Drafters 

Child Care Workers 

Other Cleaning, Building Services, Exc. Household 

Precision Inspectors, Testers, and Graders 

Electrical Home Appliances, Power Tool Repairers

Watchmakers 

Mechanical Control Valve Installers & Repairers

Carpet Installers 

All Other Precision Metal Workers 

Precision Optical Goods Workers 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic

Nonelectrolytic Plating & Coating Machine Operator

Chemical Equipment Controllers and Operators

Pump Operators 

Machine Feeders and Offbearers 

Procurement Clerks 


14 .00% 0 
14 .00% 0 
11 .00% 0 
9 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
6 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
0 .00% 0 



TABLE 7
 

NUMBER AND PERCENTAGE OF RESPONDING EMPLOYERS WHO PROVIDE TRAINING
 
FOR EACH OCCUPATION IN GUATEMALA MANUFACTURING INDUSTRIES
 

TOTAL EMPLOYERS 

OCCUPATIONS 
UNIVERSE % EMPLYR 

EMPLOYERS TRAIN 
WHO 

TRAIN 

Shoe Sewing Machine Operators and Tenders 
Secretaries 
All Other Machine Operators and Tenders 
Other Helpers, Laborers, Manual Movers 
Textile Machine Operators and Tenders 
Truck Drivers, Light Delivery Route Workers 
Janitors and Cleaners 
Freight, Stock, and Material Movers, Hard 
Packaging and Filling Machine Operators 
General Managers and Top Executives 
All Other Clerical and Administrative Personnel 
Industrial Production Managers 
Sales Representatives, Except Retail 
Guards and Watch Guards 
Salespersons, Retail 

IAccountants and Auditors 

844 
1368 
536 
573 
413 
730 
516 
562 
399 
510 
505 
502 
473 
436 
282 
664 

66.22% 
27.50% 
61.17% 
56.72% 
77.24% 
37.89% 
51.38% 
45.69% 
63.57% 
45.81% 
42.94% 
42.61% 
42.77% 
45.75% 
68.69% 
27.90% 

559 
376 
328 
325 
319 
277 
265 
257 
254 
234 
217 
214 
202 
200 
194 
185 

Sewing Machine Operators, Garment 
Bookkeeping, Accounting, Auditing Clerks 
Production Inspectors, Testers, Graders, Sorters, 
Other First Line Mgrs/Supervisors, Production 
First Line Mgrs/Supervrs, Laborers/Material Movers 
Carpenters 
First Line Supervisors, Production & Operations 
Fabric Apparel Patternmakers, Layout Worekrs 
All Other Cleaning Building Service Workers 
Machinery Maintenance Mechanics 
All Other Sales and Related Workers 
Production, Planning, and Expediting Clerks 
Extruding/Forming/Pressing/Compact Mach. Setters 
Cashiers 
Food Preparation Workers 
All Other Hand Workers 
Machinery Maintenance Workers 
Welders and Cutters 
Bookbinders 
Painters, Paperhangers, Contruction & Maintenance 
Mechanic and Repairer Helpers 
Food and Beverage Preparation and Service 
Bakers, Bread, and Pastry 
Chemical Equipment Tenders 
General Office Clerks 
Bakers, Manufacturing 

237 
465 
214 
217 
268 
194 
259 
174 
188 
231 
154 
160 
165 
200 
103 
128 
242 
160 
134 
145 
114 
120 
83 
91 

11 
143 

65.06% 
30.06% 
61.33% 
56.58% 
43.62% 
57,35% 
41.76% 
59.02% 
51.52% 
39.51% 
57.41% 
55.36% 
50.00% 
41.43% 
75.00% 
60.00% 
31.76% 
46.43% 
53.19% 
49.02% 
60.00% 
57.14% 
79.31% 
68.75% 
56.41% 
44.00% 

154 
140 
131 
123 
117 
ii 
108 
103 
97 
91 
88 
88 
83 
83 
77 
77 
77 
74 
71 
71 
68 
68 
66 
63 
e3 
63 



Heat Treating, Annealing, Tempering Mach. Opers

Personnel, Training, Labor Relations Managers 

Printing Press Machine Operators and Tenders 

Electricians 

Assemblers and Fabricators, Exc. Machine 

Helpers, Carpenters and Related 

Lathe and Turning Machine Tool Setters/Set-Up Oprs

Coating, Painting, Spraying Machine Oprs/Tenders 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs 

Credit Checkers 

Automotive Mechanics 

Precision, Compositors, Typesetters, Arrangers 

Industrial Truck and Tractor Operators 

Biological, Agricultural, and Food Technicians 

Market, Advertising, Public Relations Managers 

Pressing Machine Operators and Tenders 

Receptionists and Information Clerks 

Coating, Printing, Spraying Machine Setters/Set-Up 

Data Entry Keyers, Exc. Composing 

Cooking Machine Operators and Tenders 

Automotive Body and Related Repairers 

First Line Managers/Supervisors - Service 

Photographic Processing Machine Operators 

First Line Supervisors and Manager/Supervisors 

Purchasing Managers 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Small Engine Specialist 

Vehicle Washers and Equipment Cleaners 

Cutters and Trimmers, Hand 

Billing, Cost and Rate Clerks 

Textile Bleaching and Dyeing Machine Operators

Sales Representatives, Scientific and Related 

Maintenance Repairers, General Utility 

Photoengraving and Lithogra)hy 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs 

Hard Tile Setters 

All Other Mechanics, Installers and Repairers 

Cutting and Slicing Machine Setters/Set-Up Oprs

Cooling and Freezing Equipment Operators/Tenders 

Helpers, Electricians 

Artists and Related Workers 

Jewelers and/or Silversmiths 

Plastic Molding and Casting Machine Operators 

Designers, Exc. Interior Designers 

Custom Tailors and Sewers 

Molders and Casters, Hand 

Furnace, Kiln, Oven, Drier or Kettle Operators 

Gardeners & Groundskeepers, Exc. Farm 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr 

Masons 

First Line Suprvrs-Agricultral, Forestry & Fishing 


120 

188 

143 

157 

77 

77 


137 

71 

74 


105 

128 

71 

74 

88 


120 

71 


145 

63 

94 

51 

77 

97 

46 

63 

94 

43 

46 

46 

54 

34 

34 

46 

77 

97 

51 

60 

63 

83 

37 

37 

60 

26 

29 

48 

48 

51 

57 

66 

68 

71 

29 


50.00% 60
 
31.82% 60
 
40.00% 57
 
36.36% 57
 
70.37% 54
 
70.37% 54
 
39.58% 54
 
72.00% 51
 
69.23% 51
 
48.65% 51
 
40.00% 51
 
68.00% 48
 
65.38% 48
 
54.84% 48
 
40.48% 1+8
 
64.00% 46
 
31.37% 46
 
68.18% 43
 
.'5.45% 43
 
77.78% 40
 
51.85% 40
 
41.18% 40
 
81.25% 37
 
59.09% 37
 
39.39% 37
 
73.33% 31
 
68.75% 31
 
68.75% 31
 
57.89% 31
 
83.33% 29
 
83.33% 29
 
62.50% 29
 
37.04% 29
 
29.41% 29
 
50.00% 26
 
42.86% 26
 
40.91% 26
 
31.03% 26
 
61.54% 23
 
61.54% 23
 
38.10% 23
 
77.78% 20
 
70.00% 10
 
41.18% 20
 
41.18% 20
 
38.89% 20
 
35.00% 20
 
30.43% 20
 
29.17% 20
 
28.00% 20
 
60.00% 17
 



Driver/Sales Workers 

Sawing Machine Operators and Tenders 

Head Sawyers 

Weighers, Measurers, Samplers - Recordkeeping 

Dairy Processing Equipment Operators 

Separating/Filtering/Clarify./Precip. Mach. Oprs

Letterpress Setters and Set-Up Operators 

Electrolytic Plating & Coating Machine Operators

First Line Managers/Supervisors 

Machine Forming Operators/Tenders, Metal & Plastic 

All Other Managers and Administrators 

Plumbers, Pipefitters, and Steamfitters 

Laundry and Drycleaning Machine Operators 

Upholsterers 

Woodworking Machine Operators & Tenders, Exc. 

Electrical, Electronic Engineering Technicians 

Offset Lithographic Press Setters and Set-Up Oprs

Shoe and Leather Workers Repairers, Precision 

Writers and Editors 

Payroll and Timekeeping Clerks 

Cutting and Slicing Machine Operators and Tenders 

Cost Estimators 

Machinists 

File Clerks 

Systems Analysts, Electronic Data Processing 

Cooks, Institutional or Cafeteria 

Extractive and Related Work 
- Inc. Blasters 

Drilling Boring Machine Tools Setters/Set-Up Oprs 

Press and Press Brake Machine Setters, Set-Up

Tire Building Machine Operators 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Construction Trades Extractive Worker Helpers 

Helper-, Painters, Paperhangers, Plasterers 

All Other Office Machine Operators 

Tool Grinders, Filers, Sharpeners, and Others 

Statistical Clerks 

Painting, Coating, Decorating Workers, Hand 

All Other Management Support Workers 

Life Scientists 

Meat, Poultry, Fish Cutters and Trimmers, Hand 

Typesetting, Composing Machine Operators 

Licensed Practical Nurses 

Traffic, Shipping, and Receiving Clerks 

Slaughterers and Butchers 

First Line Managers/Supervisors, Clerical 

Watchmakers 

Mechanical Control Valve Installers & Repairers 

Carpet Installers 

All Other Precision Metal Workers 

Precision Optical Goods Workers 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic 


31 

34 

43 

14 

14 

23 

26 

31 

40 

43 

63 

14 

17 

20 

26 

34 

34 

11 

17 

17 

20 

23 

23 

26 

48 

6 

6 

6 

6 

6 

6 

6 

6 

9 

9 


11 

11 

14 

14 

14 

14 

17 

17 

17 

23 

3 

3 

3 

3 

3 

3 


54.55% 17
 
50.00% 17
 
40.00% 17
 

100.00% 14
 
100.00% 14
 
62.50% 14
 
55.56% 14
 
45.45% 14
 
35.71% 14
 
33.33% 14
 
22.73% 14
 
80.00% 11
 
66.67% 11
 
57.14% 11
 
44.44% 11
 
33.33% 11
 
33.33% 11
 
75.00% 9
 
50.00% 9
 
50.00% 9
 
42.86% 9
 
37.50% 9
 
37.50% 9
 
33.33% 9
 
17.65% 9
 

100.00% 6
 
100.00% 6
 
100.00% 6
 
100.00% 6
 
100.00% 6
 
100.00% 6
 
100.00% 6
 
100.00% 6
 
66.67% 6
 
66.67% 6
 
50.00% 6
 
50.00% 6
 
40.00% 6
 
40.00% 6
 
40.00% 6
 
40.00% 6
 
33.33% 6
 
33.33% 6
 
33.33% 6
 
25.00% 6
 

100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00%
 
100.00% 3
 
100.00% 3
 



Ncnelectrolytic Plating & Coating Machine Operator

Machine Feeders and Offbearers 

Cabinet Makers and Bench Carpenters 

Financial Managers 

Budget Analysts 

Hand Workers, Jewelry and Related Products 

Teachers, Vocational Education and Training 

First Line Mgrs/Supervrs. Transportation Materials 

Cementing and Gluing Machine Operators/Tenders 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

Helpers-Brick and Stone Masons and Hard Tile 

Administrative Services Managers 

Procurement Clerks 

Industrial Engineers, Exc. Safety 

Drafters 

Chemists, Exc. Biochemists 

Artists and Commercial Artists 

Child Care Workers 

Other Cleaning, Building Services, Exc. Household 

Graders and Sorters, Agricultural Products 

Animal Caretakers, Exc. Farm 

All Other Agricultral, Forestry, Fishing Personnel 

Precision Inspectors, Testers, and Graders 

Machinery Maintenance Mechanics, Textile Machinery

Mobile Heavy Equipment Mechanics, Exc. Engines

Farm Equipment Mechanics 

Aircraft Mechanics 

Electrical Home Appliances, Power Tool Repairers 

Numerical Control Machine Tool Operators

Chemical Equipment Controllers and Operators 

Pump Operators 


3 

3 

6 

9 

9 

9 


ii 

11 

14 

17 

20 

48 

0 

3 

3 

6 

6 

3 

3 

9 

6 

9 

3 

6 

3 

3 

3 

3 


ii 

3 

3 


100.00% 3 
100.00% 3 
50.00% 3 
33.33% 3 
33,33% 3 
33.33% 3 
25.00% 3 
25.00% 3 
20.00% 3 
16.67% 3 
14.29% 3 
5.88% 3 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 
.00% 0 



TABLE 8
 

NUMBER AND PERCENTAGE OF RESPONDING EMPLOYERS WHOSE SOURCE OF

TRAINING FOR THEIR EMPLOYEES WAS UNKNOWN FOR OCCUPATIONS
 

IN THE GUATEMALAN MANUFACTURING INDUSTRIES
 

Total No.Choosi
 
Universe % Other or Other o


OCCUPATIONS Employers Unknown Unknown
 

Secretaries 
 1368 41.67% 570

Truck Drivers, Light Delivery Route Workers 
 730 55.86% 408

Accountants and Auditors 
 664 41.63% 277

All Other Clerical and Administrative Personnel 
 505 45.76% 231

Janitors and Cleaners 
 516 43.65% 225

Guards and Watch Guards 
 436 48.37% 211

Freight, Stock, and Material Movers, Hand 
 562 37.06% 208

General Managers and Top Executives 510 39.11% 200
 
Other Helpers, Laborers, Manual Movers 
 573 32.84% 188
Bookkeeping, Accounting, Auditing Clerks 
 465 34.36% 160
 
Industrial Production Managers 
 502 31.82% 160

Shoe Sewing Machine Operators and Tenders 
 844 18.58% 157

All Other Machine Operators and Tenders 
 536 28.72% 154

Sales Representatives, Except Retail 
 473 30.12% 143

Packaging and Filling Machine Operators 399 27.86% ill

First Line Mgrs/Supervrs, Laborers/Material Movers 268 37.23% 100

Textile Machine Operators and Tenders 
 413 20.00% 83

Personnel, Training, Labor Relations Managers 
 188 42.42% 80

Cashiers 
 200 40.00% 80

Machinery Maintenance Workers 
 242 27.06% 66

All Other Cleaning Building Service Workers 188 33.33% 

First Line Supervisors, Production & Operations 

63
 
259 24.18% 63


Printing Press Machine Operators and Tenders 143 42.00% 60
Receptionists and Information Clerks 
 145 41.18% 60

Bakers, Manufacturing 
 143 40.00% 57

Fabric Apparel Patternmakers, Layout Worekrs 174 
 31.15% 54

Sewing Machine Operators, Garment 
 237 22.89% 54

Painters, Paperhangers, Contruction & Maintenance 
 145 35.29% 51

Production Inspectors, Testers, Graders, Sorters, 
 214 24.00% 51

Machinery Maintenance Mechanics 
 231 22.22% 51

Salespersons, Retail 
 282 18.18% 51

Masons 
 71 68.00% 48

All Other Hand Workers 
 128 37.78% 48

Carpenters 
 194 25.00% 48

Gardeners & Groundskeepers, Exc. Farm 
 66 69.57% 46

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr 
 68 62.50% 

Heat Treating, Annealing, Tempering Mach. Opers 

43
 
120 33.33% 40


All Other Sales and Related Workers 
 154 25.93% 40

Electricians 
 157 25.45% 40

Cutting and Slicing Machine Setters/Set-Up Oprs 83 44.93% 37
Food and Beverage Preparation and Service 120 30.95% 37
 



Welders and Cutters 

Extruding/Forming/Pressing/Compact Mach. Setters 

Purchasing Managers 

Lathe and Turning Machine Tool Setters/Set-Up Oprs

Production, Planning, and Expediting Clerks 

Credit Checkers 

General Office Clerks 

Bookbinders 

Other First Line Mgrs/Supervisors, Production 

Furnace, Kiln, Oven, Drier or Kettle Operators

First Line Managers/Supervisors - Service 

Market, Advertising, Public Relations Managers

Machine Forming Operators/Tenders, Metal & Plastic 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Biological, Agricultural, and Food Technicians 

Head Sawyers 

Cutters and Trimmers, Hand 

All Other Managers and Administrators 

Pressing Machine Operators and Tenders 

Automotive Body and Related Repairers

Mechanic and Repairer Helpers 

Systems Analysts, Electronic Data Processing

Coating, Painting, Spraying Machine Oprs/Tenders

Automotive Mechanics 

Offset Lithographic Press Setters and Set-Up Oprs

Designers, Exc. Interior Designers 

Custom Tailors and Sewers 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Helpers, Carpenters and Related 

Bakers, Bread, and Pastry 

Data Entry Keyers, Exc. Composing 

Food Preparation Workers 

Helpers-Brick and Stone Masons and Hard Tile 

Cost Estimators 

Small Engine Specialist 

Administrative Services Managers 

Artists and Related Workers 

First Line Supervisors and Manager/Supervisors 

Industrial Truck and Tractor Operators

Maint- iance Repairers, General Utility

LicenLed Practical Nurses 

Slaughterers and Butchers 

Cutting and Slicing Machine Operators and Tenders 

Woodworking Machine Operators & Tenders, Exc. 

First Line Suprvrs-Agricultral, Forestry & Fishing

Sawing Machine Operators and Tenders 

Cooling and Freezing Equipment Operators/Tenders 

Helpers, Electricians 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Cooking Machine Operators and Tenders 

Molders and Casters, Hand 


160 

165 

94 


137 

160 

105 

il 

134 

217 

57 

97 


120 

43 

51 

88 

43 

54 

63 

71 

77 


114 

48 

71 


128 

34 

48 

48 

74 

77 

83 

94 


103 

20 

23 

46 

48 

60 

63 

74 

77 

17 

17 

20 

26 

29 

34 

37 

37 

43 

51 

51 


23.21% 37
 
22.41% 37
 
36.36% 34
 
25.00% 34
 
21.43% 34
 
29.73% 31
 
28.21% 31
 
23.40% 31
 
14.47% 31
 
50.00% 29
 
29.41% 29
 
23.81% 29
 
60.00% 26
 
50.00% 26
 
29.03% 26
 
53.33% 23
 
42.11% 23
 
36.36% 23
 
32.00% 23
 
29.63% 23
 
20.00% 23
 
41.18% 20
 
28.00% 20
 
15.56% 20
 
50.00% 17
 
35.29% 17
 
35.29% 17
 
23.08% 17
 
22.22% 17
 
20.69% 17
 
18.18% 17
 
16.67% 17
 
71.43% 14
 
62.50% 14
 
31.25% 14
 
29.41% 14
 
23.81% 14
 
22.73% 14
 
19.23% 14
 
18.52% 14
 
66.67% 11
 
66.67% 11
 
57.14% 11
 
44.44% 11
 
40.00% 11
 
33.33% 11
 
30.77% 11
 
30.77% 11
 
26.67% 11
 
22.22% 11
 
22.22% 11
 



assemnlers and Fabricators, Exc. Machine 

Life Scientists 

Typesetting, Composing Machine Operators 

Cementing and Gluing Machine Operators/Tenders

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

Payroll and Timekeeping Clerks 

File Clerks 

Driver/Sales Workers 

Electrical, Electronic Engineering Technicians 

Vehicle Washers and Equipment Cleaners 

Hard Tile Setters 

All Other Mechanics, Installers and Repairers

Coating, Printing, Spraying Machine Setters/Set-Up

Precision, Compositors, Typesetters, Arrangers

Chemical Equipment Tenders 

Photoengraving and Lithography 

Artists and Commercial Artists 

Animal Caretakers, Exc. Farm 

All Other Agricultral, Forestry, Fishing Personnel 

Statistical Clerks 

Numerical Control Machine Tool Operators

All Other Management Support Workers 

Writers and Editors 

Laundry and Drycleaning Machine Operators

Upholsterers 

First Line Managers/Supervisors, Clerical 

Jewelers and/or Silversmiths 

Textile Bleaching and Dyeing Machine Operators

Industrial Engineers, Exc. Safety 

Drafters 

Child Care Workers 

Other Cleaning, Building Services, Exc. Household 

Precision Inspectors, Testers, and Graders 

Electrical Home Appliances, Power Tool Repairers

Chemical Equipment Controllers and Operators 

Pump Operators 

Cabinet Makers and Bench Carpenters 

Financial Managers 

Budget Analysts 

All Other Office Machine Operators 

Graders and Sorters, Agricultural Products 

Hand Workers, Jewelry and Related Products 

Teachers, Vocational Education and Training

First Line Mgrs/Supervrs, Transportation Materials 

Meat, Poultry, Fish Cutters and Trimmers, Hand 

Machinists 

Letterpress Setters and Set-Up Operators

Electrolytic Plating & Coating Machine Operators

Billing, Cost and Rate Clerks 

First Line Managers/Supervisors 

Photographic Processing Machine Operators 


77 

14 

14 

14 

17 

17 

26 

31 

34 

46 

60 

63 

63 

71 

91 

97 

6 

6 

9 


11 

11 

14 

17 

17 

20 

23 

26 

34 

3 

3 

3 

3 

3 

3 

3 

3 

6 

9 

9 

9 

9 

9 


11 

11 

14 

23 

26 

31 

34 

40 

46 


14.81% 11
 
60.00% 9
 
60.00% 9
 
60.00% 9
 
50.00% 9
 
50.00% 9
 
33.33% 9
 
27.27% 9
 
25.00% 9
 
18.75% 9
 
14.29% 9
 
13.64% 9
 
13.64% 9
 
12.00% 9
 
9.38% 9
 
8.82% 9
 

100.00% 6
 
100.00% 6
 
66.67% 6
 
50.00% 6
 
50.00% 6
 
40.00% 6
 
33.33% 6
 
33.33% 6
 
28.57% 6
 
25.00% 6
 
22.22% 6
 
16.67% 6
 

100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
50.00% 3
 
33.33% 3
 
33.33% 3
 
33.33% 3
 
33.33% 3
 
33.33% 3
 
25.00% 3
 
25.00% 3
 
20.00% 3
 
12.50% 3
 
11.11% 3
 
9.09% 3
 
8.33% 3
 
7.14% 3
 
6.25% 3
 



Procurement Clerks 

Chemists, Exc. Biochemists 

Sales Representatives, Scientific and Related 

Weighers, Measurers, Samplers - Recordkeeping 

Traffic, Shipping, and Receiving Clerks 

Cooks, Institutional or Cafeteria 

Machinery Maintenance Mechanics, Textile Machinery

Mobile Heavy Equipment Mechanics, Exc. Engines

Farm Equipment Mechanics 

Aircraft Mechanics 

Watchmakers 

Mechanical Control Valve Installers & Repairers

Plumbers, Pipefitters, and Steamfitters 

Carpet Installers 

Extractive and Related Work 
- Inc. Blasters 

Tool Grinders, Filers, Sharpeners, and Others 

All Other Precision Metal Workers 

Shoe and Leather Workers Repairers, Precision 

Precision Optical Goods Workers 

Drilling Boring Machine Tools Setters/Set-Up Oprs

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic

Press and Press Brake Machine Setters, Set-Up

Plastic Molding and Casting Machine Operators

Nonelectrolytic Plating & Coating Machine Operator

Tire Building Machine Operators 

Dairy Processing Equipment Operators

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Separating/Filtering/Clarify./Precip. Mach. Oprs

Painting, Coating, Decorating Workers, Hand 

Construction Trades Extractive Worker Helpers

Helpers, Painters, Paperhangers, Plasterers 

Machine Feeders and Offbearers 


0 .00% 0 
6 
46 

.00% 

.00%i 
0 
0 

14 .00% 0 
17 .00% 0 
6 .00% 0 
6 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 

14 .00% 0 
3 .00% 0 
6 .00% 0 
9 .00% 0 
3 .00% 0 

11 .00% 0 
3 .00% 0 
6 .00% 0 
3 .00% 0 
6 .00% 0 

29 .00% 0 
3 .00% 0 
6 .00% 0 

14 .00% 0 
6 .00% 0 

23 .00% 0 
11 .00% 0 
6 .00% 0 
6 .00% 0 
3 .00% 0 



TABLE 9
 

PREFERENCES OF GUATEMALAN EMPLOYERS IN THE MANUFACTURING SECTOR
 
FOR OCCUPATIONAL TRAINING BY INSTITUTIONAL PROVIDERS
 

Total No.Emplyrs
 
Universe % Prefer Who Prefer


OCCUPATIONS Employers Instit. 
 Instit.
 

secretaries 
 1223 45.69% 559

Shoe Sewing Machine Operators and Tenders 730 
 53.13% 388
 
Truck Drivers, Light Delivery Route Workers 
 704 42.91% 302

Accountants and Auditors 
 622 45.87% 285
 
Industrial Production Managers 
 450 60.13% 271
 
Freight, Stock, and Material Movers, Hand 
 519 52.20% 271

Sales Representatives, Except Retail 
 442 55.48% 245

Other Helpers, Laborers, Manual Movers 
 527 44.86% 237
 
General Managers and Top Executives 462 48.15% 
 222

All Other Machine Operators and Tenders 
 428 49.33% 211
 
Bookkeeping, Accounting, Auditing Clerks 
 405 -7.18% 191

All Other Clerical and Administrative Personnel 
 488 35.09% 171
 
Textile Machine Operators and 2enders 
 314 50.00% 157

Packaging and Filling Machine Operators 356 43.20% 154
 
Janitors and Cleaners 
 493 30.06% 148

First Line Supervisors, Production & Operations 
 231 62.96% 145

Salespersons, Retail 
 271 53.68% 145

Machinery Maintenance Workers 
 208 68.49% 143
 
Machinery Maintenance Mechanics 
 205 63.89% 131
 
Guards and Watch Guards 
 430 30.46% 131
 
Sewing Machine Operators, Garment 
 211 60.81% 128

Personnel, Training, Labor Relations Managers 
 174 62.30% 108
 
First Line Mgrs/Supervrs, Laborers/Material Movers 237 45.78% 108

Other First Line Mgrs/Supervisors, Producticn 
 188 54.55% 103

Welders and Cutters 
 148 63.46% 94
 
Cashiers 
 188 50.00% 94
 
All Other Cleaning Building Service Workers 
 171 53.33% 91

Electricians 
 148 59.62% 88
 
Carpenters 
 168 52.54% 88

Fabric Apparel Patternmakers, Layout Worekrs 
 171 51.670/, 88
 
All Other Sales and Related Workers 
 137 62.50% 86
 
Extruding/Forming/Pressing/Compact Mach. Setters 
 140 61.22% 86
 
Bookbinders 
 103 80.56% 83

Mechanic and Repairer Helpers 
 105 78.38% 83

Painters, Paperhangers, Contruction & Maintenance 
 137 60.42% 83
 
Heat Treating, Annealing, Tempering Mach. Opers 
 103 77.78% 80
 
Bakers, Manufacturing 
 128 62.22% 80

Production Inspectors, Testers, Graders, Sorters, 
 202 39.44% 80
 
Automotive Mechanics 
 108 68.42% 74

Printing Press Machine Operators and Tenders 123 55.81% 68
 
Production, Planning, and Expediting Clerks 
 145 47.06% 68
 
,Photoengraving and Lithography 
 83 79.31% 66
 



Lathe and Turning Machine Tool Setters/Set-Up Oprs

Food Preparation Workers 

Cutting and Slicing Machine Setters,Oprs/Tenders 

Market, Advertising, Public Relations Managers

Precision, Compositors. Typesetters, Arrangers

Data Entry Keyers, Exc. Composing 

Food and Beverage Preparation and Service 

Bakers, Bread, and Pastry 

First Line Managers/Supervisors - Service 

General Office Clerks 

Receptionists and Information Clerks 

Automotive Body and Related Repairers 

All Other Managers and Administrators 

Coating, Printing, Spraying Machine Setters/Set-Up

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Assemblers and Fabricators, Exc. Machine 

Helpers, Carpenters and Related 

Purchasing Managers 

All Other Mechanics, Installers and Repairers

Artists and Related Workers 

Maintenance Repairers, General Utility 

Pressing Machine Operators and Tenders 

Biological. Agricultural, and Food Technicians 

Systems Analysts, Electronic Data Processing 

First Line Supervisors and Manager/Supervisors 

Coating, Painting, Spraying Machine Oprs/Tenders 

Credit Checkers 

Administrative Services Managers 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Industrial Truck and Tractor Operators 

Masons 

Cutters and Trimmers, Hand 

Offset Lithographic Press Setters and Set-Up Oprs

Photographic Processing Machine Operators 

Letterpress Setters and Set-Up Operators 

Cooking Machine Operators and Tenders 

Designers, Exc. Interior Designers 

Traffic, Shipping, and Receiving Clerks 

Electrical, Electronic Engineering Technicians 

First Line Managers/Supervisors 

Sawing Machine Operators and Tenders 

Roasting, Baking. Drying Mach. Oprs, Food/Tobacco

Cooling and Freezing Equipment Operators/Tenders 

Mrvolders and Casters, Hand 

Helpers, Electricians 

Sales Representatives, Scientific and Related 

Payroll and Timekeeping Clerks 

First Line Suprvrs-Agricultral, Forestry & Fishing 

lard Tile Setters 

Jewelers and/or Silversmiths 

7ile Clerks 


123 

94 

83 


114 

66 

88 


103 

77 

88 


108 

137 

57 

51 

63 

71 

74 

77 

86 

51 

54 

60 

71 

88 

48 

57 

66 

94 

43 

60 

68 

71 

51 

31 

46 

23 

37 

40 

17 

29 

31 

31 

34 

37 

37 

37 

40 

20 

23 

23 

23 

26 


53.49% 66
 
63.64% 60
 
65.52% 54
 
47.50% 54
 
78.26% 51
 
58.06% 51
 
47.22% 48
 
59.26% 46
 
51.61% 46
 
39.47% 43
 
31.25% 43
 
711.00% 40
 
72.22% 37
 
59.09% 37
 
52.00% 37
 
50.00% 37
 
48.15% 37
 
43.33% 37
 
66.67% 34
 
63.16% 34
 
57.14% 34
 
48.00% 34
 
38.71% 34
 
64.71% 31
 
55.00% 31
 
47.83% 31
 
33.33% 31
 
66.67% 29
 
47.62% 29
 
41.67% 29
 
40.00% 29
 
50.00% 26
 
72.73% 23
 
50.00% 23
 
87.50% 20
 
53.85% 20
 
50.00% 20
 

100.00% 17
 
60.00% 17
 
54.55% 17
 
54.55% 17
 
50.00% 17
 
46.15% 17
 
46.15% 17
 
46.15% 17
 
42.86% 17
 
71.43% 14
 
62.50% 14
 
62.50% 14
 
62.50% 14
 
55.56% 14
 



Woodworking Machine Operators & Tenders, Exc. 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Custom Tailors and Sewers 

Gardeners & Groundskeepers, Exc. Farm 

All Other Hand Workers 

Plumbers, Pipefitters, and Steamfitters 

Weighers, Measurers, Samplers - Recordkeeping 

Writers and Editors 

Helpers-Brick and Stone Masons and Hard Tile 

Driver/Sales Workers 

Head Sawyers 

Vehicle Washers and Equipment Cleaners 

Painting, Coating, Decorating Workers, Hand 

Numerical Control Machine Tool Operators 

Cementing and Gluing Machine Operators/Tenders 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

Machinists 

Plastic Molding and Casting Machine Operators 

Upholsterers 

Textile Bleaching and Dyeing Machine Operators

Chemical Equipment Tenders 

Chemists, Exc. Biochemists 

Tire Building Machine Operators 

Financial Managers 

FirsL Line Mgrs/Supervrs. Transportation Materials 

Tool Grinders, Filers, Sharpeners, and Others 

Hand Workers, Jewelry and Related Products 

Shoe and Leather Workers Repairers, Precision 

Dairy Processing Equipment Operators 

Meat, Poultry. Fish Cutters and Trimmers, Hand 

All Other Management Support Workers 

Typesetting, Composing Machine Operators 

Slaughterers and Butchers 

Laundry and Drycleaning Machine Operators 

Cost Estimators 

First Line Managers/Supervisors, Clerical 

Electrolytic Plating & Coating Machine Operators 

Machine Forming Operators/Tenders, Metal & Plastic 

Billing, Cost and Rate Clerks 

Furnace, KJ.ln, Oven, Drier or Kettle Operators 

Industrial. Engineers, Exc. Safety 

Drafters 

Animal Caretakers, Exc. Farm 

Machinery Maintenance Mechanics, Textile Machinery

Mobile Heavy Equipment Mechanics, Exc. Engines 

Farm Equipment Mechanics 

Aircraft Mechanics 

Watchmakers 

Mechanical Control Valve Installers & Repairers 

Carpet Installers 

Punching Mach. Setters/Set-Up Oprs, MetaliPlastic 


26 

43 

48 

66 


117 

11 

14 

17 

20 

26 

34 

37 

9 


ii 

11 

14 

20 

23 

26 

34 

40 

6 

6 

9 

9 

9 

9 

9 

9 


11 

14 

14 

17 

17 

20 

20 

20 

23 

29 

29 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 


55.56% 14
 
33.33% 14
 
29.41% 14
 
21.74% 14
 
12.20% 14
 

109.00% 11
 
80.00% 11
 
66.67% 11
 
57.14% 11
 
44.44% 11
 
33.33% 11
 
30.77% 13
 

100.00% 9
 
75.00% 9
 
75.00% 9
 
60.00% 9
 
42.86% 9
 
37.50% 9
 
33.33% 9
 
25.00% 9
 
21.43% 9
 

100.00% 6
 
100.00% 6
 
66.67% 6
 
66.67% 6
 
66.67% 6
 
66.67% 6
 
66.67% 6
 
66.67% 6
 
50.00% 6
 
40.00% 6
 
40.00% 6
 
33.33% 6
 
33.33% 6
 
28.57% 6
 
28.57% 6
 
28.57% 6
 
25.00% 6
 
20.00% 6
 
20.00% 6
 

100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 
i00.CO% 3
 
100.00% 3
 
100.00% 3
 
100.00% 3
 



Chemical Equipment Controllers and Operators 

Pump Operators 

Helpers, Painters, Paperhangers, Plasterers 

Budget Analysts 

Procurement Clerks 

All Other Office Machine Operators 

Cooks, Institutional or Cafeteria 

All Other Agricultral, Forestry, Fishing Personnel 

Teachers, Vocational Education and Training 

Small Engine Specialist 

Licensed Practical Nurses 

Separating/Filtering/Clarify./Precip. Mach. Oprs 

Life Scientists 

Artists and Commercial Artists 

Statistical Clerks 

Child Care Workers 

Graders and Sorters, Agricultural Products 

Precision Inspectors, Testers, and Graders 

Electrical Home Appliances, Power Tool Repairers 

Extractive and Related Worlk - Inc. Blasters 

All Other Precision Metal Workers 

Cabinet Makers and Bench Carpenters 

Precision Optical Goods Workers 

Drilling Boring Machine Tools Setters/Set-Up Oprs 

Press and Press Brake Machine Setters, Set-Up 

Nonelectrolytic Plating & Coating Machine Operator

Cleaning/Washing/Pickling Equipment Op.-s & Tenders 

Construction Trades Extractive Worker Helpers 

Machine Feeders and Offbearers 

Other Cleaning, Building Services, Exc. Household 


3 

3 

3 

6 

6 

6 

6 

9 


11 

11 

14 

i4 

14 

6 


11 

3 

9 

3 

3 

3 

3 

6 

3 

6 

6 

3 

6 

6 

3 

0 


100.00% 3 
100.00% 3 
100.00% 3 
50.00% 3 
50.00% 3 
50.00% 3 
50.00% 3 
33.33% 3 
25.00% 3 
25.00% 3 
20.00% 3 
20.00% 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

.00% 0 

N 



TABLE 10
 

PREFERENCES OF EMPLOYERS IN THE GUATEMALAN MANUFACTURING SECTOR
 
FOR OCCUPATI)NAL TRAINING PROVIDED BY EMPLOYERS THEMSELVES
 

Total No. of
 
Universe % Prefer Employers


OCCUPATIONS Employer Employer Prefer Self
 

Shoe Sewing Machine Operators and Tenders 
 730 25.78% 188

Secretaries 
 1223 14.92% 182

All Other Clerical and Administrative Personnel 
 488 29.24% 143
 
Other Helpers, Laborers, Manual Movers 
 527 25.41% 134
 
Janitors and Cleaners 
 493 24.86% 123
 
Truck Drivers, Light Delivery Route Workers 704 17.00% 120

Guards and Watch Guards 
 430 25.17% 108
 
Packaging and Filling Machine Operators 
 356 27.20% 97
 
Freight, Stock, and Material Movers, Hand 
 519 18.68% 97
 
Accountants and Auditors 
 622 15.14% 94

Textile Machine Operators and Tenders 
 314 25.45% 80
 
Sales Representatives, Except Retail 
 442 18.06% 80
 
Bookkeeping, Accounting, Auditing Clerks 
 405 19.01% 77
 
General Managers and Top Executives 462 16.67% 
 77
 
All Other Machine Operators and Tenders 428 17.33% 74
 
Industrial Production Managers 
 450 15.82% 71
 
All Other Hand Workers 
 117 48.78% 57
 
First Line Mgrs/Supervrs, Laborers/Material Movers 237 20.48% 
 48
 
Production Inspectors, Testers, Graders, Sorters, 
 202 22.54% 46
 
Production, Planning, and Expediting Clerks 
 145 29.41% 43

Salespezsons, Retail 
 271 15.79% 43
 
First Line Supervisors, Production & Operations 231 
 17.28% 40

All Other Cleaning Building Service Workers 
 171 21.67% 37
 
Other First Line Mgrs/Supervisors, Production 
 188 19.70% 37
 
Sewing Machine Operators, Garment 
 211 17.57% 37
 
Credit Checkers 
 94 36.36% 34
 
Carpenters 
 168 20.34% 34
 
Cashiers 
 188 18.18% 34
 
Extruding/Forming/Pressing/Compact Mach 
Setters 140 22.45% 31
 
Machinery Maintenance Workers 
 208 15.07% 31
 
Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs 
 71 40.00% 29
 
Coating, Painting, Spraying Machine Oprs/Tenders 66 39.13% 26

Biological, Agricultural, and Food Technicians 
 88 29.03% 26
 
Lathe and Turning Machine Tool Setters/Set-Up Oprs 123 20.93% 26
 
Bakers, Manufacturing 
 128 20.00% 26
 
Receptionists and Information Clerks 
 137 18.75% 26
 
Fabric Apparel Patternmakers, Layout Worekrs 171 
 15.00% 26
 
Textile Bleaching and Dyeing Machine Operators 34 66.67% 23
 
Assemblers and Fabricators, Exc. Machine 
 74 30.77% 23

Food and Beverage Preparation and Service 
 103 22.22% 23
 
Printing Press Machine Operators and Tenders 123 18.60% 23
 
All Other Sales and Related Workers 137 16.67% 23
 



Welders and Cutters 

Billing, Cost and Rate Clerks 

Gardeners & Groundskeepers, Exc. Farm 

Helpers, Carpenters and Related 

General Office Clerks 

Personnel, Training, Labor Relations Managers

Machinery Maintenance Mechanics 

Molders and Casters, Hand 

Custom Tailors and Sewers 

Industrial Truck and Tractor Operators 

Purchasing Managers 

Market, Advertising, Public Relations Managers

Vehicle Washers and Equipment Cleaners 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Painters, Paperhangers, Contruction & Maintenance 

Cooling and Freezing Equipment Operators/Tenders 

Sales Representatives, Scientific and Related 

Photographic Processing Machine Operators 

All Other Mechanics, Installers and Repairers 

Cutters and Trimmers, Hand 

First Line Supervisors and Manager/Supervisors 

Coating, Printing, Spraying Machine Setters/Set-Up 

Pressing Machine Operators and Tenders 

Bakers, Bread, and Pastry 

Heat Treating, Annealing, Tempering Mach. Opers

Automotive Mechanics 

Electricians 

Slaughterers and Butchers 

Jewelers and/or Silversmiths 

Machine Forming Operators/Tenders, Metal & Plastic 

Upholsterers 

Driver/Sales Workers 

Electrical, Electronic Engineering Technicians 

First Line Managers/Supervisors 

Cooking Machine Operators and Tenders 

Designers, Exc. Interior Designers 

Chemical Equipment Tenders 

Automotive Body and Related Repairers 

Maintenance Repairers, General Utility

Masons 

Photoengraving and Lithography 

Data Entry Keyers, Exc. Composing 

First Line Managers/Supervisors - Service 

Food Preparation Workers 

Bookbinders 

Drilling Boring Machine Tools Setters/Set-Up Oprs

Press and Press Brake Machine Setters, Set-Up 

Graders and Sorters, Agricultural Products 

Meat, Poultry, Fish Cutters and Trimmers, Hand 

Statistical Clerks 

Small Engine Specialist 


148 

29 

66 

77 


108 

174 

205 

37 

48 

68 

86 


114 

37 

43 


137 

37 

40 

46 

51 

51 

57 

63 

71 

77 


103 

108 

148 

17 

23 

23 

26 

26 

29 

31 

37 

40 

40 

57 

60 

71 

83 

88 

88 

94 


103 

6 

6 

9 


11 

11 

11 


15.38% 23
 
70.00% 20
 
30.43% 20
 
25.93% 20
 
18.42% 20
 
11.48% 20
 
9.72% 20
 

46.15% 17
 
35.29% 17
 
25.00% 17
 
20.00% 17
 
15.00% 17
 
38.46% 14
 
33.33% 14
 
10.42% 14
 
30.77% 11
 
28.57% 11
 
25.00% 11
 
22.22% 11
 
22.22% 11
 
20.00% 11
 
18.18% 11
 
16.00% 11
 
14.81% 11
 
11.11% 11
 
10.53% 11
 
7.69% 11
 

50.00% 9
 
37.50% 9
 
37.50% 9
 
33.33% 9
 
33.33% 9
 
30.00% 9
 
27.27% 9
 
23.08% 9
 
21.43% 9
 
21.43% 9
 
15.00% 9
 
14.29% 9
 
12.00% 9
 
10.34% 9
 
9.68% 9
 
9.68% 9
 
9.09% 9
 
8.33% 9
 

100.00% 6
 
100.00% 6
 
66.67% 6
 
50.00% 6
 
50.00% 6
 
50.00% 6
 



Cost Estimators 

Electrolytic Plating & Coating Machine Operators

First Line Suprvrs-Agricultral, Forestry & Fishing

Hard Tile Setters 

Plastic Melding and Casting Machine Operators 

File Clerks 

Woodworking Machine Operators & Tenders, Exc. 

Sawing Machine Operators and Tenders 

Head Sawyers 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Systems Analysts, Electronic Data Processing 

Artists and Related Workers 

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Precision, Compositors, Typesetters, Arrangers 

Cutting and Slicing Machine Setters,Oprs/Tenders 

Mechanic and Repairer Helpers 

All Other Precision Metal Workers 

Nonelectrolytic Plating & Coating Machine Operator

Machine Feeders and Offbearers 

Budget Analysts 

Artists and Commercial Artists 

Cooks, Institutional or Cafeteria 

Cabinet Makers and Bench Carpenters 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 


lConstruction Trades Extractive Worker Helpers 

All Other Agricultral, Forestry, Fishing Personnel 

Hand Workers, Jewelry and Related Products 

Shoe and Leather Workers Repairers, Precision 

Teachers, Vocational Education and Training 

All Other Management Support Worker 

Life Scientists 

Weighers, Measurers, Samplers - Recordkeeping

Typesetting, Composing Machine Operators 

Separating/Filtering/Clarify./Precip. Mach. Oprs

Writers and Editors 

Laundry and Drycleaning Machine Operators 

First Line Managers/Supervisors, Clerical 

Machinists 

Furnace, Kiln, Oven, Drier or Kettle Operators

Offset Lithographic Press Setters and Set-Up Oprs

Helpers, Electricians 

Financial Managers 

Administrative Services Managers 

All Other Managers and Administrators 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

Industrial Engineers, Exc. Safety 

Dicafters 

Chemists, Exc. Biochemists 

Licensed Practical Nurses 

Procurement Clerks 

Payroll. and Timekeeping Clerks 


20 

20 

23 

23 

23 

26 

26 

31 

34 

34 

48 

54 

60 

66 

83 


105 

3 

3 

3 

6 

6 

6 

6 

6 

6 

9 

9 

9 


11 

14 

14 

1. 

14 

14 

17 

17 

20 

20 

29 

31 

37 

9 


43 

51 

14 

3 

3 

6 


14 

6 


20 


28.57% 6
 
28.57% 6
 
25.00% 6
 
25.00% 6
 
25.00% 6
 
22.22% 6
 
22.22% 6
 
13.18% 6
 
16.67% 6
 
16.67% 6
 
11.76% 6
 
10.53% 6
 
9.52% 6
 
8.70% 6
 
6.90% 6
 
5.41% 6
 

100.00% 3
 
100.00% 3
 
100.00% 3
 
50.00% 3
 
50.00% 3
 
50.00% 3
 
50.00% 3
 
50.00% 3
 
50.00% 3
 
33.33% 3
 
33.33% 3
 
33.33% 3
 
25.00% 3
 
20.00% 3
 
20.00% 3
 
20.00% 3
 
20.00% 3
 
20.00% 3
 
16.67% 3
 
16.67% 3
 
14.29% 3
 
14.29% 3
 
10.00% 3
 
9.09% 3
 
7.69% 3
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 
.00% 0
 



All Other Office Machine Operators 

Traffic, Shipping, and Receiving Clerks 

Child Care Workers 

Animal Caretakers, Exc. Farm 

First Line Mgrs/Supervrs, Transportation Materials 

Precision Inspectors, Testers, and Graders 

Machinery Maintenance Mechanics, Textile Machinery 

Mobile Heavy Equipment Mechanics, Exc. Engines 

Farm Equipment Mechanics 

Aircraft Mechanics 

Electrical Home Appliances, Power Tool Repairers 

Watchmakers 

Mechanical Control Valve Installers & Repairers 

Plumbers, Pipefitters, and Steamfitters 

Carpet Installers 

Extractive and Related Work 
- Inc. Blasters 

Tool Grinders, Filers, Sharpeners, and Others 

Precision Optical Goods Workers 

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic 

Numerical Control Machine Tool Operators 

Letterpress Setters and Set-Up Operators 

Tire Building Machine Operators 

Dairy Processing Equipment Operators 

Chemical Equipment Controllers and Operators 

Cementing and Gluing Machine Operators/Tenders 

Painting, Coating, Decorating Workers, Hand 

Pump Operators 

Helpers-Brick and Stone Masons and Hard Tile 

Helpers, Painters, Paperhangers, Plasterers 

Other Cleaning, Building Services, Exc. Household 


6 .00% 0 
17 .00% 0 
3 .00% 0 
3 .00% 0 
9 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 

11 .00% 0 
3 .00% 0 
3 .00% 0 
9 .00% 0 
3 .00% 0 
3 .00% 0 

11 .00% 0 
23 .00% 0 
6 .00% 0 
9 .00% 0 
3 .00% 0 

11 .00% 0 
9 .00% 0 
3 .00% 0 

20 .00% 0 
3 .00% 0 
0 .00% 0 



TABLE 11
 

NUMBER AND PERCENTAGE OF EMPLOYERS IN THE GUATEMALAN MANUFACTURING SECTOR
 
WHO EITHER HAVE NO PREFERENCE OR DO NOT KNOW
 

WHO SHOULD PROVIDE OCCUPATIONAL TRAINING
 

Total No. Who
 
Universe % Don't Don't
 

OCCUPATIONS Employers Know Know
 

Secretaries 
 1223 38.69% 473
 
Truck Drivers, Light Delivery Route Workers 
 704 40.08% 282
 
Accountants and Auditors 
 622 38.07% 237

Janitors and Cleaners 
 493 4.4.51% 220
 
Guards and Watch Guards 
 430 44.37% 191
 
All Other Clerical and Administrative Personnel 
 488 35.67% 174
 
General Managers and Top Executives 462 34.57% 160

Other Helpers, Laborers, Manual Movers 
 527 29.19% 154
 
Freight, Stock, and Material Movers, Hand 
 519 29.12% 151
 
Shoe Sewing Machine Operators and Tenders 730 20.70% 151
 
All Other Machine Operators and Tenders 428 
 32.67% 140
 
Bookkeeping, Accounting, Auditing Clerks 
 405 33.80% 137
 
Sales Representatives, Except Retail 
 442 26.45% 117
 
Packaging and Filling Machine Operators 356 105
29.60% 

Industrial Production Managers 
 450 23.42% 105
 
Salespersons, Retail 
 271 30.53% 83
 
First Line Mgrs/Supervrs, Laborers/Material Movers 237 33.73% 80
 
Production Inspectors, Testers, Graders, Sorters, 
 202 38.03% 77
 
Textile Machine Operators and Tenders 
 314 24.55% 77
 
Receptionists and Information Clerks 
 137 50.00% 68
 
Cashiers 
 188 31.82% 60
 
Fabric Apparel Patternmakers, Layout WorcLkrs 
 171 33.33% 57
 
Machinery Maintenance Mechan -s 
 205 26.39% 54
 
Electricians 
 148 32.69% 48

Other First Line Mgrs/Supervisors, Production 
 188 25.76% 48
 
General Office Clerks 
 108 42.11% 46
 
All Other Hand Workers 
 117 39.02% 46
 
Carpenters 
 168 27.12% 46
 
Personnel, Training, Labor Relations Managers 
 174 26.23% 46
 
First Line Supervisors, Production & Operations 231 
 19.75% 46
 
Sewing Machine Operators, Garment 
 211 20.27% 4.3

Market, Advertising, Public Relations Managers 
 114 35.00% 40
 
Painters, Paperhangers, Contruction & Maintenance 
 137 29.17% 40
 
All Other Cleaning Building Service Workers 
 171 23.33% 40
 
Masons 
 71 48.00% 34

First Line Managers/Supervisors - Service 88 38.71% 34
 
Production, Planning, and Expediting Clerks 
 145 23.53% 34
 
Gardeners & Groundskeepers, Exc. Farm 
 66 47.83% 31
 
Purchasing Managers 
 86 36.67% 31
 
Food and Beverage Preparation and Service 103 31
30.56% 

Lathe and Turning Machine Tool Setters/Set-Up Oprs 123 25.58% 31
 
Printing Press Machine Operators and Tenders 123 25.58% 31
 



Welders and Cutters 

Machinery Maintenance Workers 

Biological, Agricultural, and Food Technicians 

Data Entry Keyers, Exc. Composing 

All Other Sales and Related Workers 

E:xtruding/Forming/Pressing/Compact Mach. Oprs/Tndr 

Pressing Machine Operators and Tenders 

Credit Checkers 

Food Preparation Workers 

Chemical Equipment Tenders 

Industrial Truck and Tractor Operators 

Cutting and Slicing Machine Setters,Oprs/Tenders 

Automotive Mechanics 

Bakers, Manufacturing 

Extruding/Fc'-ming/Pressing/Compact Mach. Setters 

Furnace, Kiln, Oven, Drier or Kettle Operators 

Bakers, Bread, and Pastry 

Head Sawyers 

Helpers, Electricians 

Custom Tailors and Sewers 

Maintenance Repairers, General Utility 

Helpers, Carpenters and Related 

Mechanic and Repairer Helpers 

Administrative Services Managers 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

All Other Managers and Administrators 

Cutters and Trimmers, Hand 

Artists and Related Workers 

First Line Supervisors and Manager/Supervisors 

Coating, Printing, Spraying Machine Setters/Set-Up

Assemblers and Fabricators, Exc. Machine 

Licensed Practical Nurses 

First Line Managers/Supervisors, Clerical 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco 

Vehicle Washers and Equipment Cleaners 

Designers, Exc. Interior Designers 

Sales Representatives, Scientific and Related 

Photographic Processing Machine Operators

Syst-ns Analysts, Electronic Data Processing

Bookbinders 

Heat Treating, Annealing, Tempering Mach. Opers

Life Scientists 

Laundry and Drycleaning Machine Operators

Cost Estimators 

Machinists 

Electrolytic Plating & Coating Machine Operators

Helpers-Brick and Stone Masons and Hard Tile 

Machine Forming Operators/Tenders, Metal & Plastic 

Plastic Molding and Casting Machine Operators

Upholsterers 

iSawing Machine Operators and Tenders 


148 21.15% 31
 
208 15.07% 31
 
88 32.2% 29
 
88 32.26% 29
 

137 20.83% 29
 
60 42.86% 26
 
71 36.00% 26
 
94 27.27% 26
 
94 27.27% 26
 
40 57.14% 23
 
68 33.33% 23
 
83 27.59% 23
 

108 21.05% 23
 
128 17.78% 23
 
140 16.33% 23
 
29 70.00% 20
 
77 25.93% 20
 
34 50.00% 17
 
37 46.15% 17
 
48 35.29% 17
 
60 28.57% 17
 
77 22.22% 17
 

105 16.22% 17
 
43 33.33% 14
 
43 33.33% 14
 
51 27.78% 14
 
51 27.78% 14
 
54 26.32% 14
 
57 25.00% 14
 
63 22.73% 14
 
74 19.23% 14
 
14 80.00% 11
 
20 57.14% 11
 
'4 33.33% 11
 

37 30.77% 11
 
40 28.57% 11
 
40 28.57% 11
 
46 25.00% 11
 
48 23.53% 11
 
103 11.11% 11
 
103 11.11% 11
 
14 60.00% 9
 
17 50.00% 9
 
20 42.86% 9
 
20 42.86% 9
 
20 42.86% 9
 
20 42.86% 9
 
23 37.50% 9
 
23 37.50% 9
 
26 33.33% 9
 
31 27.27% 9
 



Cooking Machine Operators and Tenders 

Cooling and Freezing Equipment Operators/Tenders

Automotive Body and Related Repairers 

Precision, Compositors, Typesetters, Arrangers

Coating, Painting, Spraying Machine Oprs/Tenders

Photoengraving and Lithography 

Teachers, Vocational Education and Training

Statistical Clerks 

Purchasing Agents, Exc. Wholesale, Retail, & Farm 

All Other Management Support Workers 

Typesetting, Composing Machine Operators

Separating/Filtering/Clarify./Precip. Mach. Oprs

Payroll and Timekeeping Clerks 

File Clerks 

Woodworking Machine Operators & Tenders, Exc. 

Driver/Sales Workers 

First Line Managers/Supervisors 

Offset Lithographic Press Setters and Set-Up Oprs

All Other Mechanics, Installers and Repairers

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Child Care Workers 

Precision Inspectors, Testers, and Graders 

Electrical Home Appliances, Power Tool Repairers

Extractive and Related Work 
- Inc. Blasters 

Precision Optical Goods Workers 

Artists and Commercial Artists 

Procurement Clerks 

All Other Office Machine Operators 

Cabinet Makers and Bench Carpenters

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Construction Trades Extractive Worker Helpers

Financial Managers 

Graders and Sorters, Agricultural Products 

All Other Agricultral, Forestry, Fishing Personnel 

First Line Mgrs/Supervrs, Transportation Materials 

Tool Grinders, Filers, Sharpeners, and Others 

Dairy Processing Equipment Operators

Small Engine Specialist 

Numerical Control Machine Tool Operators

Cementing and Gluing Machine Operators/Tenders

Writers and Editors 

Slaughterers and Butchers 

First Line Suprvrs-Agricultral, Forestry & Fishing

Hard Tile Setters 

Letterpress Setters and Set-Up Operators

Electrical, Electronic Engineering Technicians 

Billing, Cost and Rate Clerks 

Textile Bleaching and Dyeing Machine Operators

Molders and Casters, Hand 

Other Cleaning, Building Services, Exc. Household 

Budget Analysts 


37 23.08% 9
 
37 23.08% 9
 
57 15.00% 9
 
66 13.04% 9
 
66 13.04% 9
 
83 10.34% 9
 
ii 50.00% 6
 
11 50.00% 6
 
14 40.00% 6
 
14 40.00% 6
 
14 40.00% 6
 
14 40.00% 6
 
20 28.57% 6
 
26 22.22% 6
 
26 22.22% 6
 
26 22.22% 6
 
31 18.18% 6
 
31 18.18% 6
 
51 11.11% 6
 
71 8.00% 6
 
3 100.00% 3
 
3 100.00% 3
 
3 100.00% 3
 
3 100.00% 3
 
3 100.00% 3
 
6 50.00% 3
 
6 50.00% 3
 
6 50.00% 3
 
6 50.00% 3
 
6 50.00% 3
 
6 50.00% 3
 
9 33.33% 3
 
9 33.33% 3
 
9 33.33% 3
 
9 33.33% 3
 
9 33.33% 3
 
9 33.33%
 

11 25.00% 3
 
ii 25.00% 3
 
11 25.00% 3
 
17 16.67% 3
 
17 16.67% 3
 
23 12.50% 3
 
23 12.50% 3
 
22 12.50% 3
 
29 10.00% 3
 
29 10.00% 3
 
34 8.33% 3
 
37 7.69% 3
 
0 .00% 0
 
6 .00% 0
 



Industri~l Engineers, Exc. Safety

Drafters 

Chemists, Exc. Biochemists 

Meat, Poultry, Fish Cutters and Trimmers, Hand 

Weighers, Measurers, Samplers - Recordkeeping

Traffic, Shipping, and Receiving Clerks 

Cooks, Institutional or Cafeteria 

Animal Caretakers, Exc. Farm 

Machinery Maintenance Mechanics, Textile Machinery

Mobile Heavy Equipment Mechanics, Exc. Engines

Farm Equipment Mechanics 

Aircraf: Mechanics 

Watchmakers 

Mechanical Control Valve Installers & Repairers

Plumbers, Pipefitters, and Steamfitters 

Carpet Installers 

Jewelers and/or Silversmiths 

Hand Workers, jewelry and Related Products 

All Other Precision Metal Workers 

Shoe and Leather Workers Repairers, Precision 

Drilling Boring Machine Tools Setters/Set-Up Oprs

Punching Mach. Setters/Set-Up Oprs, Metal/Plastic

Press and Press Brake Machine Setters, Set-Up

Nonelectrolytic Plating & Coating Machine Operator

Tire Building Machine Operators 

Chemical Equipment Controllers and Operators

Painting, Coating, Decorating Workers, Hand 

Pump Operators 

Helpers, Painters, Paperhangers, Plasterers 

[,achine Feeders and Offbearers 


3 .00% 0 
3 .00% 0 
6 .00% 0 

11 .00% 0 
I4 .00% 0 
17 .00% 0 
6 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 

11 .00% 0 
3 .00% 0 

23 .00% 0 
9 .00% 0 
3 .00% 0 
9 .00% 0 
6 .00% 0 
3 .00% 0 
6 .00% 0 
3 .00% 0 
6 .00% 0 
3 .00% 0 
9 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 



TABLE 12
 

PREFERENCES OF EMPLOYERS IN THE GUATEMALAN MANUFACTURING SECTOR
 
FOR OCCUPATIONAL TRAINING TO BE PROVIDED BY A SOURCE OTHER
 

THAN TRAINING INSTITUTIONS OR THEMSELVES
 

Total No. Who
 
Universe % Prefer Prefer
 

OCCUPATIONS 
 Employers Other Other
 

Secretaries 
 1223 .70% 9
Accountants and Auditors 
 622 .92% 6

Life Scientists 
 14 20.00% 3
Separating/Filtering/Clarify./Precip. Mach. Oprs 
 14 20.00% 3

Helpers, Carpenters and Related 
 77 3.70% 3
Credit Checkers 
 94 3.03% 3
Market, Advertising, Public Relations Managers 
 114 2.50% 3
All Other Cleaning Building Service Workers 
 171 1.67% 3

Machinery Maintenance Workers 
 208 1.37% 3

Sewing Machine Operators, Garment 
 211 1.35% 3

All Other Machine Operators and Tenders 
 428 .67% 3
Industrial Production Managers 
 450 .63% 3
General Managers and Top Executives 
 462 .62% 3
Janitors and Cleaners 
 493 .58% 3
Other Helpers, Laborers, Manual Movers 
 527 .54% 3

Shoe Sewing Machine Operators and Tenders 
 730 .39% 3

Other Cleaning, Building Services, Exc. Household 
 0 .00% 0

Financial Managers 
 9 .00% 0
Personnel, Training, Labor Relations Managers 
 174 .00% 0
Purchasing Managers 
 86 .00% 0

Administrative Services Managers 
 4.3 .00% 0
All Other Managers and Administrators 	 51 
 .00% 0
Budget Analysts 
 6 .00% 0

Purchasing Agents, Exc. Wholesale, Retail, & Farm 
 14 .00% 0
Cost Estimators 
 20 .00% 0

All Other Management Support Workers 
 14 .00% 0
Industrial Engineers, Exc. Safety 
 3 .00% 0

Electrical, Electronic Engineering Technicians 
 29 .00% 0
Drafters 
 3 .00% 0

Chemists, Exc. Biochemists 
 6 .00% 0

Biological, Agricultural, and Food Technicians 

Systems Analysts, Electronic Data Processing 	

88 .00% 0
 
48 .00% 0


Teachers, Vocational Education and Training 
 11 .00% 0

Licensed Practical Nurses 
 14 .00% 0

Writers and Editors 
 17 .00% 0
Artists and Commercial Artists 
 6 .00% 0
Artists and Related Workers 
 54 .00% 0

Designers, Exc. Interior Designers 
 40 .00% 0

Meat, Poultry, Fish Cutters and Trimmers, Hand 	 11 .00% 0
First Line Managers/Supervisors 
 31 .00% 0
Sales Representatives, Scientific and Related 
 40 .00% 0
Sales Representatives, Except Retail 
 442 .00% 0
 

. If
 



Salespersons, Retail 

Cashiers 

All Other Sales and Related Workers 

First Line Managers/Supervisors, Clerical 

Receptionists and Information Clerks 

File Clerks 

Procurement Clerks 

Statistical Clerks 

Bookkeeping, Accounting, Auditing Clerks 

Payroll and Timekeeping Clerks 

Billing, Cost and Rate Clerks 

General Office Clerks 

Data Entry Keyers, Exc. Composing 

All Other Office Machine Operators 

Production, Planning, and Expediting Clerks 

Weighers, Measurers, Samplers - Recordkeeping

Traffic, Shipping, and Receiving Cle~:ks 

All Other Clerical and Administrative Personnel 

First Line Managers/Supervisors - Service 

Guards and Watch Guards 

Food and Beverage Preparation± and Service 

Bakers, Bread, and Pastry 

Cooks, Institutional or Cafeteria 

Food Preparation Workers 

Child Care Workers 

First Line Suprvrs-Agricultral, Forestry & Fishing

Graders and Sorters, Agricultural Products 

Gardeners & Groundskeepers, Exc. Farm 

Animal Caretakers, Exc. Farm 

All Other Agricultral, Forestry, Fishing Personnel 

First Line Supervisors and Manager/Supervisors

First Line Supervisors, Production & Operations

First Line Ilgrs/Supervrs, Transportation Materials 

First Line Mgrs/Supervrs, Laborers/Material Movers 

Other First Line Mgrs/Supervisors, Production 

Precision Inspectors, Testers, and Graders 

Production Inspectors, Testers, Graders, Sorters, 

Machinery Maintenance Mechanics 

Machinery Maintenance Mechanics, Textile Machinery

Maintenance Repairers, General Utility 

Automotive Mechanics 

Automotive Body and Related Repairers 

Mobile Heavy Equipment Mechanics, Exc. Engines

Farm Equipment Mechanics 

Aircraft Mechanics 

Small Engine Specialist 

Electrical Home Appliances, Power Too! Repairers

Watchmakers 

Mechanical Control Valve Installers & Repairers

All Other Mechanics, Installers and Repairers

Carpenters 


271 .00% 0 
188 .00% 0 
137 .00% 0 
20 .00% 0 

137 .00% 0 
26 .00% 0 
6 .00% 0 

11 .00% 0 
405 .00% 0 
20 .00% 0 
29 .00% 0 

108 .00% 0 
88 .00% 0 
6 .00% 0 

145 .00% 0 
14 .00% 0 
17 .00% 0 

488 .00% 0 
88 .00% 0 

430 .00% 0 
103 .00% 0 
77 .00% 0 
6 .00% 0 

94 .00% 0 
3 .00% 0 

23 .00% 0 
9 .00% 0 

66 .00% 0 
3 .00% 0 
9 .00% 0 

57 .00% 0 
231 .00% 0 
9 .00% 0 

237 .00% 0 
188 .00% 0 
3 .00% 0 

202 .00% 0 
205 .00% 0 
3 .00% 0 

60 .00% 0 
108 .00% 0 
57 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 

11 .00% 0 
3 .00% 0 
3 .00% 0 
3 .00% 0 

51 .00% 0 
168 .00% 0 



Electricians 

Masons 

Hard Tile Setters 

Painters, Paperhangers, Contruction & Maintenance 

Plumbers, Pipefitters, and Steamfitters 

Carpet Installers 

Extractive and Related Work 
- Inc. Blasters 

Machinists 

Tool Grinders, Filers, Sharpeners, and Others 

Jewelers and/or Silversmiths 

Hand Workers, Jewelry and Related Products 

All Other Precision Metal Workers 

Cabinet Makers and Bench Carpenters 

Fabric Apparel Patternmakers, Layout Worekrs 

Custom Tailors and Sewers 

Upholsterers 

Shoe and Leather Workers Repairers, Precision 

Precision, Compositors, Typesetters, Arrangers

Bookbinders 

Slaughterers and Butchers 

Bakers, Manufacturing 

Precision Optical Goods Workers 

Lathe and Turning Machine Tool Setters/Set-Up Oprs

Drilling Boring Machine Tools Setters/Set-Up Oprs


,Punching Mach. Setters/Set-Up Oprs, Metal/Plastic

Press and Press Brake Machine Setters, Set-U. 

Machine Forming Operators/Tenders, Metal & Plastic 

Numerical Control Machine Tool Operators

Plastic Molding and Casting Machine Operators 

Metal Molding/Core Making/Casting Mach. Oprs/Tndrs

Electrolytic Plating & Coating Machine Operators

Nonelectrolytic Plating & Coating Machine Operator

Heat Treating, Annealing, Tempering Mach. Opers

Head Sawyers 

Sawing Machine Opexators and Tenders 

Woodworking Machine Operators & Tenders, Exc. 

Offset Lithographic Press Setters and Set-Up Oprs

Letterpress Setters and Set-Up Operators

Photoengraving and Lithogr&phy 

Typesetting, Composing Machine Operators

Printing Press Machine Operators and Tenders 

Textile Machine Operators and Tenders 

Textile Bleaching and Dyeing Machine Operators 

Laundry and Drycleaning Machine Operators

Pressing Machine Operators and Tenders 

Photographic Processing Machine Operators

Tire Building Machine Operators 

Cooking Machine Operators and Tenders 

Roasting, Baking, Drying Mach. Oprs, Food/Tobacco

Furnace, Kiln, Oven, Drier or Kettle Operators

Cooling and Freezing Equipment Operators/Tenders 


148 .00% 0 
71 .00% 0 
23 .00%-' 0 

137 .00% 0 
11 .00% 0 
3 .00% 0 
3 .00% 0 

20 .00% 0 
9 .00% 0 

23 .00% 0 
9 .00% 0 
3 .00% 0 
6 .00% 0 

171 .00% 0 
48 .00% 0 
26 .00% 0 
9 .00% 0 

66 .00% 0 
103 .00% 0 
17 .00% 0 

128 .00% 0 
3 .00% 0 

123 .00% 0 
6 .00% 0 
3 .00% 0 
6 .00% 0 

23 .00% 0 
11 .00% 0 
23 .00% 0 
43 .00% 0 
20 .00% 0 
3 .00% 0 

103 .00% 0 
34 .00% 0 
31 .00% 0 
26 .00% 0 
31 .00% 0 
23 .00% 0 
83 .00% 0 
14 .00% 0 

123 .00% 0 
314 .00% 0 
34 00% 0 
17 .00% 0 
71 .00% 0 
46 .00% 0 
6 .00% 0 

37 .00% 0 
34 .00% 0 
29 .00% 0 
37 .00% 0 



Dairy Processing Equipment Operators 

Chemical Equipment Controllers and Operators

Chemical Equipment Tenders 

Cutting and Slicing Machine Setters,Oprs/Tenders 

Coating, Printing, Spraying Machine Setters/Set-Up 

Coating, Painting, Spraying Machine Oprs/Tenders

Cementing and Gluing Machine Operators/Tenders 

Cleaning/Washing/Pickling Equipment Oprs & Tenders 

Crushing/Grinding/Mixing/Blending Mach. Oprs/Tndrs

Extruding/Forming/Pressing/Compact Mach. Oprs/Tndr

Extruding/Forming/Pressing/Compact Mach. Setters 

Packaging and Filling Machine Operators 

Welders and Cutters 

Cutters and Trimmers, Hand 

Molders and Casters, Hand 

Painting, Coating, Decorating Workers, Hand 

Assemblers and Fabricators, Exc. Machine 

All Other Hand Workers 

Truck Drivers, Light Delivery Route Workers 

Driver/Sales Workers 

Industrial Truck and Tractor Operators 

Pump Operators 

Mechanic: and Repairer Helpers 

Construction Trades Extractive Worker Helpers

Helpers Dyick and Stone Masons and Hard Tile 

Helpers, Electricians 

Helpers, Painters, Paperhangers, Plasterers 

Machine Feeders and Offbearers 

Freight, Stock, and Material Movers, Hand 

Vehicle Washers and Equipment Cleaners 


9 .00% 0
 
3 .00% 0
 

40 .00% 0
 
83 .00% 0
 
63 .00% 0
 
66 .00% 0
 
11 .00% 0
 
6 .00% 0
 

71 .00% 0
 
60 .00% 0
 

140 .00% 0
 
356 .00% 0
 
148 .00% 0
 
51 .00% 0
 
37 .00% 0
 
9 .00% 0
 

74 .00% 0
 
117 .00% 0
 
704 .00% 0
 
26 .00% 0
 
68 .00% 0
 
3 .00% 0
 

105 .00% 0
 
6 .00% 0
 

20 .00% 0
 
37 .00% 0
 
3 .00% 0
 
3 .00% 0
 

519 .00% 0
 
37 .00% 0
 



TABLE 13 

SIZE OF GUATEMALAN MANUFACTURING INDUSTRIES BY NUMBER OF EMPLOYEES
 

ECONOMIC ACTIVITY SAMPLE UNIVERSE SIZE W/IN
 
1988 1988 SECTOR
 

Chemicals and Allied Products 
 4428 12624 13.38%
 
Manufacturing of Textile Mill Products 
 3012 8587 9.10%

Selected Food Products 
 2951 8413 8.91%

Drawback Industries 
 2474 7053 7.47%

Manufacturing of Apparel and Other Textiles 
 2470 7042 7.46%

The Beverage Industry 
 2311 6589 6.98%

Printing, Publishing and Allied Industries 1973 5625 5.96%

Mfg. of Nonmetalic Minerals, Exc. Petro & Carbon 
1782 5080 5.38%

Manufacturing of Footwear, Exc. Rubber 
 1543 4399 4.66%

Transportation Equipment Industries 
 1227 3498 3.71%

Preserved Fruits and Vegetables 
 1182 3370 3.57%

Manufacturing of Bakery Products 
 1082 3085 3.27%

Fabricated Metal Products Industries 
 853 2432 2.58%

Manufacturing of Paper and Allied Products 
 844 2406 2.55%

Manufacturing of Furniture and Fixtures 
 841 2398 2.54%

Primary Metals Industries 
 719 2050 2.17%

Manufacturing of Rubber Products 
 694 1979 2.10%

Meat and Dairy Products 
 669 1907 2.02%

Lumber and Wood Products, Exc. Furniture 
 620 1768 1.87%

Miscellaneous Manufacturing Industries 
 533 1520 1.61%

Mfg. of Electrical & Electronic Equipment 
 492 1403 1.49%

Manufacturing of Machinery, Exc. Electrical 
 228 650 .69%

Leather and Related Products, Exc. Footwear 
 174 496 .53%
 

TOTALS 
 33102 94372 100.00%
 

MEANS 
 1439 4103 4.35%
 

STANDARD DEVIATION 
 1051 2997 3.18%
 



TABLE 14
 

SIZE OF GUATEMALAN MANUFACTURING INDUSTRIES BY NUMBER OF FIRMS 
- 1988
 

ECONOMIC ACTIVITY SAMPLE UNIVERSE SIZE W/IN
 
1988 1988 SECTOR SIGNII
 

Chemicals and Allied Products 
 87 248 30.81%* >.05
 
Transportation Equipment Industries 
 77 220 27.27%
 
Manufacturing of Apparel and Other Textiles 
 66 188 23.37%
 
Printing, Publishing and Allied Industries 
 65 185 23.02%
 
Mfg. of Nonmetalic Minerals, Exc. Petro & Carbon 60 
 171 21.25%
 
Selected Food Products 
 56 160 19.83%
 
Manufacturing of Bakery Products 
 54 154 19.12%
 
Manufacturing of Textile Mill Products 
 48 137 17.00%
 
Manufacturing of Footwear, Exc. Rubber 
 37 105 13.10%
 
Fabricated Metal Products Industries 
 34 97 12.04%
 
Aanufacturing of Furniture and Fixtures 
 32 91 11.33%
 
Miscellaneous Manufacturing Industries 
 30 86 10.62%
 
Lumber and Wood Products, Exc. Furniture 
 28 80 9.92%
 
Mfg. of Electrical & Electronic Equipment 
 25 71 8.85%
 
Drawback Industries 
 14 40 4.96%
 
Manufacturing of Rubber Products 
 1k 40 4.96%
 
Manufacturing of Paper and Allied Products 
 12 34 4.25%
 
Primary Metals Industries 12 
 34 4.25%
 
The Beverage Industry 
 11 31 3.90%
 
Preserved Fruits and Vegetables 11 31 3.90%
 
Meat and Dairy Products 
 11 31 3.90%
 
Manufacturing of Machinery, Exc. Electrical 
 11 31 3.90%
 
Leather and Related Products, Exc. Footwear 
 10 29 3.54%
 

TOTALS 
 803 2295 285.09%
 

MEANS 
 35 100 12.40%
 

STANDARD DEVIATION 
 24 68 8.41%
 



TABLE 15
 

GROWTH RATE OF GUATEMALAN MANUFACTURING INDUSTRIES
 
1986 - 1988 BY NUMBER OF EMPLOYEES
 

GROWTH GROWT

ECONOMIC ACTIVITY 
 UNIVERSE UNIVERSE WITHIN WITHI,
 

1986 1988 INDUSTRY SECTO
 

Drawback Industries 
 2651 7053 166.02% 22.15'

Selected Food Products 
 6429 8413 30.86% 9.98'

Manufacturing of Apparel and Other Textiles 
 5186 70k,2 35.79% 9.34'

Chemicals and Allied Products 
 10999 12624 14.77% 8.18,

The Beverage Industry 
 5240 6589 25.73% 6.79'

Manufacturing of Textile Vill Products 
 7333 8587 17.11% 6.31'

Mfg. of Nonmetalic Minerals,Exc. Petro & Carbon 
 4111 5080 23.58% 4.88'

Printing, Publishing and Allied Industries 
 4727 56:5 19.00% 4.52'

Manufacturing of Paper and Allied Products 
 1634 2406 47.29% 3.89'

Preserved Fruits and Vegetables 2643 
 3370 27.51% 3.66'

Manufacturing of Rubber Products 
 1277 1979 54.91% 3.53'

Manufacturing of Furniture and Fixtures 
 1742 2398 37.64% 3.30

Primary Metals Industries 
 1585 2050 29.32% 2.34'

Manufacturing of Bakery Products 
 2725 3085 13.18% 1.81

Fabricated Metal Products Industries 
 2107 2432 15.43% 1.64'
 
Meat and Dairy Products 1585 
 1907 20.32% 1.62'

Transportation Equipment Industries 
 3222 3498 8.58% 1.39'

Mfg. of Electrical & Electronic Equipment 
 1138 1403 23.31% 1.33'

Lumber and Wood Products, Exc. Furniture 
 1520 1768 16.32% 1.25'

Manufacturing of Footwear, Exc. Rubber 
 4202 4399 4.63% .99'

Miscellaneous Manufacturing Industries 
 1346 1520 12.92% .88'

Manufacturing of Machinery, Exc. Electrical 
 596 650 9.09% .27'

Leather and Related Products, Exc. Footwear 
 502 496 -1.14% -.03't
 

TOTALS 
 74498 94372 652.25%100.00%
 

MEANS 
 3239 4103 28.36% .00%
 

STANDARD DEVIATION 
 2473 2997 32.07% 4.72'
 

</
 

http:652.25%100.00


TABLE 16
 

GROWTH RATE OF GUATEMALAN MANUFACTURING INDUSTRIES
 
BY NUMBER OF NEW FIRMS 1986-88
 

UNIV. UNIV. NEW W/IN NEW W/IN

ECONOMIC ACTIVITY 
 NEW ALL INDUSTRY SECTOR
 

Manufacturing of Apparel and Other Textiles 
 34 188 18.18% 13.06%

Chemicals and Allied Products 
 29 248 11.49% 10.88%
 
Manufacturing of Furniture and Fixtures 
 26 91 28.13% 9.79%
 
Drawback Industries 
 26 40 64.29% 9.79%
 
Printing, Publishing and Allied Industries 20 185 10.77% 7.62%
 
Manufacturing of Textile Mill Products 
 17 137 12.50% 6.53%
 
Selected Food Products 
 14 160 8.93% 5.44%
 
Mfg of Nonmetalic Minerals, Exc. Petro/Carbon 14 171 8.33% 5.44%
 
Lumber and Wood Prcducts, Exc. Furniture 11 80 14.29% 4.35%

Transportation Equipment Industries 
 11 220 5.19% 4.35%
 
Manufacturing of Footwear, Exc. Rubber 
 9 105 8.11% 3.26%
 
Manufacturing of Rubber Products 
 9 40 21.43% 3.26%
 
Manufacturing of Machinery, Exc. Electrical 
 9 31 27.27% 3.26%
 
Manufacturing of Bakery Products 
 6 154 3.70% 2.18%
 
Leather and Related Products, Exc. Footwear 6 29 20.00% 2.18%
 
Fabricated Metal Products Industries 
 6 97 5.88% 2.18%
 
Mfg. of Electrical & Electronic Equipment 
 6 71 8.00% 2.18%

Miscellaneous Manufacturing Industries 
 6 86 6.67% 2.18%
 
Preserved Fruits and Vegetables 
 3 31 9.09% 1.09%
 
Manufacturing of Paper and Allied Products 
 3 34 8.33% 1.09%
 
Meat and Dairy Products 
 0 31 .00% .00%
 
The Beverage Industry 
 0 31 .00% .00%
 
Primary Metals Industries 
 0 34 .00% .00%
 

TOTALS 
 262 2295 100.11%
 

MEANS 
 11 100 13.07% 4.35%
 

STANDARD DEVIATION 
 9.47 67.7 13.33% 3.62%
 



i'ABLE 17 

NUMBER OF SMALL FIRMS WITHIN GUATEMALAN MANUFACTURING INDUSTRIES 

ECONOMIC ACTIVITY UNIV. 
SMALL 

DNIV. % W/IN 
ALL INDUSTRY 

% W/IN 
SECTOR 

Transportation Equipment Industries 
Chemicals and Allied Products 
Printing, Publishing and Allied Industries 
Manufacturing of Apparel and Other Textiles 
Manufacturing of Bakery Products 
Mfg. Nonmetalic Minerals, Exc. Petro/Carbon
Selected Food Products 
Miscellaneous Manufacturing Industries 
Fabricated Metal Products Industries 
Manufacturing of Footwear, Exc. Rubber 
Manufacturing of Furniture and Fixtures 
Manufacturing of Textile Mill Products 
Lumber and Wood Products, Exc. Furniture 
Mfg. of Electrical & Electronic Equipment
Manufacturing of Machi:iery, Exc. Electrical 
Leather and Related Products, Exc. Footwear 
Manufacturing of Rubber Products 
Primary Metals Industries 
Preserved Fruits and Vegetables
Meat and Dairy Products 
Manufacturing of Paper and Allied Products 
The Beverage Industry 
Drawback Industries 

182 
148 
15 
131 
128 
117 
86 
71 
71 
71 
68 
66 
57 
48 
26 
23 
23 
20 
17 
17 
14 
9 
0 

220 
248 
185 
188 
1> 
171 
160 
86 
97 

105 
91 

137 
80 
71 
31 
29 
40 
34 
31 
31 
34 
31 
40 

83.12% 
59.77% 
78.46% 
69.70% 
83.33% 
68.33% 
53.57% 
83.33% 
73.53% 
67.57% 
75.00% 
47.92% 
71.43% 
68.00% 
81.82% 
80.00% 
57.14% 
58.33% 
54.55% 
54.55% 
41.67% 
27.27% 

.00% 

82.19% 
66.78% 
65.49% 
59.07% 
57.79% 
52.65% 
38.53% 
32.11% 
32.11% 
32.11% 
30.82% 
29.54% 
25.68% 
21.83% 
11.56% 
10.27% 
10.27% 
8.99% 
7.71% 
7.71% 
6.42% 
3.85% 
.00% 

TOTALS 1257 1833 566.33% 

MEANS 84 122 70.78% 37.76% 

STANDARD DEVIATION 39 60 10.24% 17.78% 



TABLE 18 

NUMBER OF LARGE FIRMS WITHIN GUATEMALAN MANUFACTURING INDUSTRIES
 

ECONOMIC ACTIVITY UNIV. UNIV. % W/IN % W/IN 
LARGE ALL INDUSTRY SECTOR 

Chemicals and Allied Products 
Manufacturing of Textile Mill Products 
Drawback Industries 
Selected Food Produicts 
Manufacturing of Apparel and Other Textiles 
The Beverage Industry 
Manufacturing of Paper and Allied Products 
Mfg. Nonmetalic Minerals, Exc. Petro/Carbon 

40 
29 
26 
23 
20 
11 
11 
11 

248 
137 
40 
160 
188 
31 
34 

171 

16.09% 
20.83% 
64.29% 
14.29% 
10.61% 
36.36% 
33.33% 
6.67% 

17.98% 
12.84% 
11.56% 
10.27% 
8.99% 
5.14% 
5.14% 
5.14% 

Printing, Publishing arid Allied Industries 
Preserved Fruits and Vegetables 
Meat and Dairy Products 
Primary Metals Industries 
Manufacturing of Rubber Products 
Fabricated Metal Products Industries 
Manufacturing of Footwear, Exc. Rubber 
Manufacturing of Furniture and Fixtures 
Manufacturing of Bakery Products 
Lumber and Wood Products, Exc. Furniture 
Miscellaneous Manufacturing Industries 
Transportation Equipment Industries 
Leather and Related Products, Exc. Footwear 
Manufacturing of Machinery, Exc. Electrical 
Mfg. of Electrical & Electronic Equipment 

11 
9 
9 
9 
9 
9 
9 
6 
6 
3 
3 
3 
0 
0 
0 

185 
31 
31 
34 
40 
97 

105 
91 

154 
80 
86 

220 
29 
31 
71 

6.15% 
27.27% 
27.27% 
25.00% 
21.43% 
8.82% 
8.11% 
6.25% 
3.70% 
3.57% 
3.33% 
1.30% 
.00% 
.00% 
.00% 

5.14% 
3.85% 
3.85% 
3.85% 
3.85% 
3.85% 
3.85% 
2.57% 
2.57% 
1.28% 
1.28% 
1.28% 
.00% 
.00% 
.00% 

TOTALS 254 2192 114.29% 

MEANS 12 104 16.41% 5.44% 

STANDARD DEVIATION 10 69 15.11% 4.36% 



TABLE 19
 

STABILITY OF GUATEMALAN MANUFACTURING INDUSTRIES
 
BY NUMBER OF OLD FIRMS - 1988 

ECONOMIC ACTIVITY 
UNIV. UNIV. 
OLD ALL 

% W/IN 
INDUSTRY 

% W/IN 
SECTOR 

Selected Food Products 
Chemicals and Allied Products 
Mfg of Nonmetalic Minerals, Exc. Petro/Carbon
Transportation Equipment Industries 
Printing, Publishing and Allied Industries 
Manufacturing of Apparel and Other Textiles 
Manufacturing of Textile Mill Products 
Miscellaneous Manufacturing Industries 
Lumber and Wood Products, Exc. Furniture 
Fabricated Metal Products Industries 
The Beverage Industry 
Manufacturing of Furniture and Fixtures 
Mfg. of Electrical & Electronic Equipment
Manufacturing of Bakery Products 
Manufacturing of Footwear, Exc. Rubber 
Leather and Related Products, Exc. Footwear 
Primary Metals Industries 
Meat and Dairy Products 
Manufacturing of Paper and Allied Products 
Manufacturing of Rubber Products 
Manufacturing of Machinery, Exc. Electrical 
Preserved Fruits and Vegetables 
Drawback Industries 

74 
74 
71 
66 
60 
40 
37 
37 
34 
29 
26 
26 
23 
22 
17 
14 
ii 
6 
6 
6 
3 
2 
0 

160 
248 
171 
220 
185 
188 
137 
86 
80 
97 
31 
91 
71 

154 
105 
29 
34 
31 
34 
40 
31 
31 
40 

46.43% 
29.89% 
41.67% 
29.87% 
32.31% 
21.21% 
27.08% 
43.33% 
42.86% 
29.41% 
81.82% 
28.13% 
32.00% 
14.29% 
16.22% 
50.00% 
33.33% 
19.13% 
16.67% 
14.29% 
9.09% 
6.38% 
.00% 

10.85% 
10.85% 
10.44% 
9.60% 
8.77% 
5.84% 
5.43% 
5.43% 
5.01% 
4.17% 
3.76% 
3.76% 
3.34% 
3.22% 
2.50% 
2.09% 
1.67% 
.88% 
.83% 
.83% 
.42% 
.29% 
.00% 

TOTALS 683 2295 99.98% 

MEANS 30 100 28.93% 4.35% 

STANDARD DEVIATION 23.8 67.7 17.19% 3.49% 
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Exutive Summary
 

Nonformal skills training in Guatemala is mainly delivered by the

Ministry of Labor through INTECAP 
 (Instituto Tecnico de Capacitacion y
Productividad). They graduate about 1000 persons annually in 20 specialties.
Also functioning in this field are small PVOs (Private Voluntary

Organizations) working at the arts and crafts level.
 

The formal education system is divided into 7 years of elementary
followed by 6 years of secondary education (The first three years are referred 
to as '"3asico" and the last two or are asthree years referred to
"diversificado." Students may obtain a high school diploma (bachiller) in the
last two or three years of the six years of secondary education. The entire

six years of secondary education are also referred to as "educacion media."

Industrial arts are offered at about 40 ciclo basico schools. One private and
six public secondary schools offer a trades diploma (bachiller industrial).
Entry level training is provided about 2000 students a year, concentrated
around six areas: 15.9% in metal mechanics; 16.1% in drafting, 10.2 in radio 

electricity, and 7% inand TV, 16% in 15.1% in auto mechanics, construction 
trades. About 400 students are graduated from the industrial high schools each
 
year. 

At the postsecondary technical level, a women's school offers programs in
hospitality manaenent and design (fashion, interior, an: graphic). 

More than 90% of the budget for the industrial high schools goes to wages
and benefits leaving very little for other operational expenses. The schools

have few books or instructional materials. The trades instructors are high

school graduates. 
 rther than sane short courses, few trades teachers have any
other kind of higher education.
 

INTECAP is a well-funded skills training organization which oparate- six 
major installations and several smaller attendance centers. 
Its training is

16% in the agricultural sector, 72% in the industrial area, and 12% in
 
comaercial. 

Neither the high schools nor nIrEMAP have quickstart training capacity
because of the long lead time in their programming and lack of discretionary 
funds budgeting.
 

INTECAP provides technical assistance to about 1500 fir= annually, but 
scme requests (such as supervisory training for garment factories) are beyond
INTECAP's capability. The drawback industry trade association is satisfied
with its present supply of workers but expects shortages at supervisor and 
mechanics level as the industry grows. 

With a contracting econm y through 1986, few unmet needs surfaced. Anestimated economic growth of 2.8% in 1987 made little impact on the available 



labor supply.
 

Training beyond entry level is minimal. INTECAP considers only 12% ofits training as extending beyond the semi-skilled level, and none of the high
schools reach beyond the semi-skilled level. 

The high school training capacity is nearing liquidation except at
Mazatenango where a major donation from Germany is expected to bring that high

school back to state-of-the-art in the fields it offers.
 

While IIECAP has a budget that is nearly five tb.nes that of all the

industrial high schools combined, its "delivery system" cost per unit is not
much higher than at the industrial high schools, Q.27.60 vs. Q.23.59.
 

Many low cost alternatives for donor aid exist which would maintain a 
response capability at the subject institutions until such a time as arecovering economy in Guatemala would justify a major investment based on 
demand for skilled workers by private enterpzise.
 

Without donor aid, the industrial high school skills training capacity
 
may be lost entirely within the next four years.
 

Without donor aid, it is unlikely that the delivery system represented byINRECAP can be fine-tuned to the responsi,,ezness required to regain its 
credibility with the private sector or to respond to new skills training 
demanded by a recovering economy. 
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The work of the consultant was initiated under the assumption that a
shortage of skills training existed in Guatemala. Because of existing
projects in many areas, it was decided to narrow the scope of the assessment 
to exclude such well addressed areas as agriculture, commercial (which
includes secretarial, accounting, barking, sales, and computer training),
government employment, and the informal labor market. The latter isconsidered as temporary, underemployment of persons who undertake same selfemployment, while looking for more permanent employment. TLis assumption aboutmarginal self-employment is not meant to dismiss such work as inconsequential
since some efforts at self-employment do evolve into substantial 
microenterprises. 

The assessment was designed as an independent study as compared to one
done in collaboration with private enterprise because it
was believed that the
involvement of private enterprise at the sarvey stage might unduly bias the

result according to the vested interests normally represented by private
 
industry.
 

The two conflicting views which the study was to try to acccmwdate was
the view that the skills training assessment should be demand driven vs.
supply driven. Of the two views, the demand side was to receive the majoremphasis. This was accomplished by making provisions for ascertaining theunmet training needs of private enterprise through an extensive survey of
 manpower status in a sample that included 810 companies. The survey of
companies was immediateto provide both training needs and, if appropriate,
longer term instituticn building needs.
 

An important part of the demand side considerations was the element of
attempting to detect training needs in econcmic growth subsectors and the key
training needs in as many of these subsectors as possible 

The impact of these considerations on the skills training assessmentconsultant was that the consultant was to begin the assessment of institutions
presumed to be deliverers of training. At first, many institutions wereincluded in the proposed sample of training institutions, but the initial 
survey of such institutions led to the quick deletion of those schools
operating at the junior high (ciclo basico) and elementary school level. 

The reason for the deletion of these institutions from conside-ation inthe skills training assessment was that at the elementary and junior high
level, the training did not reach to the skills training level but reached
simply to orientation or exploratory industrial arts exposure in traditional
 
areas of electricity, metals, woods, and home economics. 

From the initial survey of 15 institutions in the consultant's firstpase of field work, it was determined that the presumed deliverers of skills
training were the diversified high schools offering the diploma called 
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bachillerato industrial and the quick start and/or nonformal training offeral
by INTECAP (Instituto Tecnico de Capacitacion y Productividad).

A third group of institutions that came to the attention of the
consultant as the study developed was the existence of Private Voluntary

Organizations providing very elementary skills training but which showed
premise, particularly if some consideration is given to providing skills

training for the informal labor market.
 

The sdlls training assessment was further narrowed by deleting from theproject the element of other than skills training. For example, management
training was not be considered as part of the survey. Management training forsmall and medium sized firms was being addressed under the Private Enterprise
Development Project. The Asociacion de Gerentes de Guatemala, a private sectormanagement training institution, was regarded as doing a satisfactory job ofmeeting the management training needs of most firms. This focus did provide
some very close decisions on certain expressions of training needs, such assupervisory training for production line supervisors at garment and shoe
 
factories.
 

A sound framework for placing the skills training assessment intoperspective was suggested by Martinez (footnote: A PERSPECTIVE ON SKILL
TRAINING NEEDS AND IABOR MARKETS IN THE GUATEALAN ECONOMY, Jorge Martinez,

December, 1987) and is summarized as follows:
 

1. Firms will "demand" a great range of skills if the cost of the
skills is perceived to be very low or no 
cost at all. "Effective" demand is amatter of jobs for which the firm would be willing to pay all ot the training
and wage costs. 

2. Skills need to be considered in two categories. One is generaltraining which the worker can carry from firm to firm; the other is firm
specific skills. Martinez says firms have no particular incentive to pay for
general training but are willing to pay as part of a costgeneral shared by

all firms such as contributions which fund INTECAP.
 

3. The fact that firms are not willing to pay for general skillstraining should not be considered justification for not providing such general
skills training since such training is in the public interest. 

4. labor market data is a snapshot in time. Most labor markets aredynamic. The arefindings at any point in time absolutely relevant only forthat point in time. This idea argues for the systematic updating of labor
market data to maintain its validity. 

5. Care should be taken not to overvalue the activity of growth
elements of the economy at the e-pense sectors.of slow growing The growthelements may reflect the availability of a skilled labor force for its growthwhile the slower growing sectors may areflect sector which has stagnated
because of the lack of skilled workers for its expansion. 

Review of the Literature. In addition to the Martinez study referencedabove, the field had been addressed in a number of papers and studies which 

2 



helped expedite the efficient development of the study. The issues were
 
clarified as to mission expectations in a report by Bernbaum (11/13/87).
 

The Rotary Club of Guatemala as a sponsor of the diversified secondary

school in the capitol had submitted a proposal to upgrade the technical

offerings in a proposal in 1982. A project review in 1983 reviewed the
results of a $14.6 million investment in INTECAP generally calling the projecta success but criticizing the internal management of the in-stitution, a view 
maintained up to the time of this assessment. The review also called for a
 
training needs survey. A sector evaluation in 1985 included a chapter by Gene
Lamb which gave an accurate status study of skills training in the country.

Also in 1985-, INrECAP submitted a proposal suggesting possible areas of
 
cooperation with USAID. Those proposals were included in the

survey/verification activities of the consultant. A ten page report by Friday-
Cowan inMay, 1986, was an assessment of technical training in Guatemala. 
They interviewed employers aixi reported attitudes toward training and
reccmended programs needed. They also evaluated IhTECAP and reported theirneed for techLical assistance in planning courses, need for additional

publicity, and teacher training. 

Several CXDG studies also contributed to the background for the Skills

Training Assessment. In 1987, the Comite de Reconstruccion National Proyecto

de Mejoramiento de los PEMEN (Proyectos de Extension y Mejoramiento de
 
Educacion Media) came up with a Q.52,000,000 proposal to increase the PEM4

designation to include a total of 37 schools. 
USIPE (Unidad Sectorial de
 
Investigacion y Planificacion Educativa) concluded a study in 1987 for the

construction and equipping of buildings for occupational and technical
 
education in Guatemala which would total Q.7,799,000. In a later study, USIPE

in 1987 also produced a study to establish 425 elemnentary schools as "Schools
 
for the Workplace" which would cost about Q.12,000,000.
 

The technical assistance mission of Germany also provided a copy of the
project it is funding at Mazatenango in the amount of E14.2,800,000 starting in

1988, which is intended to make the diversified high school there into a

demonstration projcyt in technical education at the secondary level by which 
it is hoped a considerable amount of teacher training can be done at a very

low cost and at the same time upgrade the level of technology in vocational
 
programs at other schools because of the demnstration project.
 

Plan for the stud. After reviewing the literature, the consultant 
visited a sample of 15 potential training institutions to ascertain the
capability of the institutions to provide skills training and at what level.
The preliminary survey ascertained that schools operating below the ninth

school year had marginal capabilities for skills training and served to narrow

the universe of skills training institutions to those wol" ing in nonformal 
education and/or diversified secondary education. The presumed provider of
nonformal education is nTCAP. In this field, however, operate a number of

Private Voluntary Organizations (PVO) largely serving the nonformal labor

market which is estimated to account for nearly one-third of the labor market
 
(Cronica, May 11, 1988;.
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The study was to proceed upon the basis of the labor market survey, but
neither the Massey study nor the IRIEC study became available in a timelyschedule. It had been intended that the training capacity of the institutions
be evaluated in terms of the demand for skills training as determined by the
industry surveys. Notwithstanding the cautions by Martinez that ". reviewof economic activity by sector . . . reveals generally poor performance, with 
most sectors having experiEnced significant contractions. Using thisinformation alone, we would not anticipate any severe shortages of skilledworkers across the economy . " it was decided to proceed with an assessment
of the skills training deliverers to permit a swift assessment once the
demands for skiL s training was known. The consultant visited each major
training site of =hIECAP and the diversified secondary schools capable of
providing skills training. In addition, PVOs olratirn in nonformal skills
training were also visited to evaluate the potential of this sector even
though their present capability might not be of consequence. 

In addition, the consultant made visits to appropriate GOG ministries 
to assess their infrastricture capabilities in terms of managing major skillstraining project and PVOs which might also serve as a sponsor/grantee should 
a project be identified as feasible. 
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II. ANALYSIS OF EXISTIM TRAINIM CAPACT1Y
 

Postseomdary Schols
 

Instituto Femenimo de Estudios Superiores. IFES is the only school in
the country which offers postsecondary subbaccalaureate degrees in technical 
areas. It has recently been approved for university level degrees and at the
time of the visit had had five graduates with approximately 20 candidates for
degrees becoming eligible for graduation each of the next two years. 

IFES is a private school largely funded by donations since the fees are
estimated to account for only 20 per cent of its annual costs. It has 
excellent facilities, located in a modern five-story building with classrooms
arranged attractively around a central. atrium extending the entire height of
the building. Well lit and perfectly maintained, IFES provides a near ideal 
environment in which to carry out its mission. 

Students can complete the requirements for a technical postsecondary
subbaccalaureate degree in three years. Two additional years of sbidy are
 
necessary to obtain a university degree.
 

Its most popular cxurse is in administration with the graduates finding
jobs in hotels, restaurants, clubs, hospitals, clinics, ar industrial
offices. The program includes a strong offering in math, accounting,
administrative specialties, and basic studies in chemistry and physics as

well. More than 400 students are enrolled at some level of the five-year
 
course in administration. The major impediment to students earning the

university degree is completion of thesis which 
 is required and represenst a

much higher level of academic achievement than is required to receive the
 
technical certificate.
 

The other programs offered include interior design and graphic design

with approximately 200 students enrolled in 
 the three-year program. The
students may specialize in one or the other of the empnasis. Fashion design
enrolls about 150 women. Nondegree classes are also offered (curcsos libres)
for which there are no entrance requirements. The nondegree classes average
enrollment of about 200 in topics centering around cooking, sewing, arts and 
crafts. 

Deficiencies of IFES center around an antiquated chemistry lab which
nonetheless has all the basic furniture and fixtures necessary to build an
excellent lab given some suitable equipmient and instructional materials. The
importance of the chemistry lab is that it provides the scientific basis for
the professional study of large scale food preparation and processing. The
second deficiency noted is the lack of ccuuter training for its students in
administration. This is an improvement which would be of great importance if
IFES were to become a resourcez for midmanagement training for industry
developing in Guatemala. 
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This latter aspect is already being courted by emerging industries. Thetrade association for drawback garment industries has listed IFES as a source
of supervisory training and technicians. The IFES administration, given
suitable resources, has the professional staff to offer nondegree classes inadministration which could lead to providing a pool of women capable of taking
leadership and supervisory positions in the drawback and other industries. At
the present, the fazility is on weekxedsnot used and represents aconsiderable resource because of the facility itself as well as the prestige
of this highly-regarded institution.
 

Secondary Schools
 

Leading to the diversifia, secondary schools is system of elementarya 
and junior high school education wherein some notions of industrial arts
training is attempted. Industrial centers are attached to some primary
schools. The most ambitious effort i, this area are Multiple Use Centers 
(aJM-Centros de Usos Multiples). These intended aswere to _erve "area
vocational schools" serving several primary schools. One such CUM serves only
the adjacent elementary school and offered limited of nonformala menu skillstraining for lack of operational funds. The second CJM had been converted to a regional elementary school. At the time of the consultant's final visit,
the Ministry of Education had succeeded in allocating part of the CUM to house
the Instituto Tecnico Femenino. The "work schools" known by their acronym
"PEMEN' included three to four shop/laboratory areas in which was offered a
standard industrial arts program of woods, metals, electricity, and home
economics. Their level of equipment and handtools was largely a function of
 
how recent the facilities had been established. This survey did not include
 
the three agricultural formation schools.
 

Industrial institutes functioning at the junior high level did not

function at the skills training level although it was expected that both

completers and dropouts would find their way into the informal labor market by
virtue of the education acquired at the institutions. 

The institutions which aspired to provide entry skill level training werethe diversified secondary schools which provided the bachillerato industrial 
or "perito" level training. Due to budget constraints, none of the secoda±y
schools in the study had quickstart trainincr capabilities. More than 90 per
cent of the budget for the schools went to fixed costs such as wages and 
maintenance and operations. The review of the institutions follows;
 

Instituto Tecnico Femenino, Guatemala City
 

In addition to women enrolled in the high school diploma program

(bachillerato industrial) who may specialize in foods or sewing, the Instituto
Tecnico Femenino enrolls upards of 300 young women in self-improvement 
courses similar to the technical courses offered the graduation-track students
(cursos libres). About 20 women are graduated annually with a bachillerato 
industrial in foods and sewing. 
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Located in a converted residence in Zone 10, the large numbers of persons
attending can scarcely be acccmmodated because of the smallness of the locale.
The second major problem is obsolete or nonfunctioning equipment. This
includes both sewing, where few industrial quality machines are available and
foods, wheie several of the stcves ?id not have functioning ovens. 

The third greatest problem is the scarcity of instructional materials.Pattern books and old fashion magazines are hoarded as valuable resources, and 
at their level of funding,are irreplaceable resources. 

A promising development was recent agreement to relocate the school to
 
one of the new multiple use centers which would at least create the

opportunity to install new equipment due to the new 
space available. 

Business links for this school are more promising because it is viewed as 
a possible resource for supervisory and training personnel by'the drawback
 
garment manufacturers who have expressed satisfaction with the work of

graduates utilized for this purpose. 
 In addition to the potential placement ofthe graduate in this valuable emerging part of the economy of Guatemala, the new laboratory spaces at the multiple use center opens the possibility that
the Instituto Tecnico Femenino could be used aas laboratory school forsupervisory training to which senior employees of cooperating industries could
be sent to receive theory and practice (by presenting lessons to students in a 
supervised lab setting). 

Ratings for its shops are not included Lcause of the pending relocation
of the school which would greatly alter an assessm.ent of its conditions. 

Instituto Tecnico Industrial Dr. Imrich Fiscdmann, Guatemala City 

The largest and most successful diversified secondary school in the
country is the Instituto Tecnico Industrial Dr. Imrich Fischmann. During its
period of development, which began in the middle 1960s, 
 it had virtual state
of-the art equipment and full coplement of hand tools. It had more than 100
high school graduates a year by 1969 and reached a peak of 329 in 1979. Its 
most popular programs in terms of graduates, in order, have been drafting,electricity, machine trades, auto mechanics.and Of the programs offered over
the same period of time, the least popilar has been printing due in no small
 
measure to the fact that the print shop was never modernized. The initial
investment of the 1960s still remains and represents the resources with which
it still atteirpts to fulfill its role in Guatemala. The graduates of
Fischmann are in countless positions throughout the country, including
leadership and faculty positions in both other technical schools and INTECAP 
centers. 

The first impression the school now gives is one of a place which has
been thoroughly trashed. On closer inspection, it can be ascertained that the appearance is a consequence of a desire of the faculty to keep on hand all 
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kinds of nonfunctioning or scrap items in the hopes that such surplus
materials might be useful in some future project. This thinking pervades the
entire school since most of the faculty think it unlikely that new
instructional materials will be forthcoming soon. 

Another aspect of the school that gives it a less than favorable 
appearance is the fact that the funds available for maintenance and operations
are so low that paying the electricity bills becomes a major problem for theschool. Consequently, what lighting there is, is of low quality and for the
most part the faculty relies on skylighting or other exterrporaneous

fenestraticn the result of recent modifications (holes were punched in the

walls to let in more light).
 

The major difference between the programs at Fischmann and INIECAP isthat Fischmann students get a comprehensive education which includes someelements of technical education while mITECAP students receive only the skill
training. Employers intuitively prefer the technical school tudents because
they "catch on" quickly while the more modestly educated participants from
INTECAP for the most part do not have the broader intellectual skills thatwould permit them to adapt as readily to the changing workplace. On the otherside of the difference, INTECAP students benefit from better shops, equipment,
and considerable resources for learning materials. 

Next to improvements needed to shops, equipment, and hand tools, the nextgreatest priority is for texts and other learning materials. It is a rarestudent who has a text for the course he is taking. The students depend onthe teacher to present via lecture or on occasion, photocopies, theoretical
materials from a text which might be available to the teacher. The only

program which had a classroom set of textbooks was the baking specialty.
 

Because of the long tenure of most of the teachers at Fischmann, most of

them have received some additional training in other countries through 
some
scholarship or fellowship which may have become available over the past 30
 
years.
 

Fischmann is unique among the technical secondary schools in that it: hasgood linkages with private enterprise. Businessmen working through the RotaryClub have helped the school over its nearly 30-year history. The most 'Tcent
such aid was to reequip the toolroom for the auto mechanics program. A break
in and subsequent theft of nearly all hand tools this year was partially
remedied by a quick resupply by the Rotary Club. In addition, businessm-en
have incorporated a foundation for the school to handle grants and donations 
as well as to make purchases for the school. The president of the school'sfoundation is also president-elect of the Rotary Club and each of the trustees
of the foundation happen to be Rotary Club members. 

These businessmen have been working with rrmubers of government leadership
to come up with a matching funds program for the fouLdation which they think
is promising. Obviously, they would like to make Itaximum use of donor
contributions to strengthen the government's ca nitment to technical education 
and believe it can be acomplished. 

8 



Notwithstanding that Fischnann is the largest technical secondary school
in the country, its capacity is still small compared to the supply of
applicants. About one in ten applicants is accepted.
 

Another unique aspect of Fischmann, and one that perhaps contributes to
its rundown cordition, is that it works three shifts, the night shift being
allocated for adult education. 

As with all ot the secondary schools, the general education componentsare determined by the Ministry of Education. The curriculum for the technical 
areas is represented by a brief recitation of the expectations for thetechnical programs. 
The latter is adjusted according to the facilities and
equipment available to implement the technical program. In most cases,
textbooks are not available to the students who must rely on the teacher

lecture from whatever source materials are available to the teacher. 

Ratings of its various programs follows. A ten-point system was used in
 an attempt to compare the institutions. A ten-point rating was used to
indicate an ideal, or state-of-the-art related to Gatemala. A five-point

rating would be about "half" of the ideal or state-of-the-art. The standard

against which all institutions were measured was the DIECAP center known as

Guatemalteco-Aleman which is rated a "10" in all areas. The facilities,

equipment, tools, instructional materials, practical training, preparation of
faculty (much of it in Germany), and curriculum has been painstakingly

developed.
 

In the table which follows, for example, the first program is Graphic

Arts. Its equipment consists of hand-fed platen presses, whose manufacture

dates back to the 1920s. It was rated zero. Tools consist of some lbse type
cabinets. A rating of one was assigned to the fact that there was "something"

there to work with. The program had no texts or other print materials and a
rating of zero was given. Obviously no practical training was possible. Theskill level was evaluated at "one." This was because the *eachergives the
students lectures on printing and with this theoretical knowledge, they are
able to find jobs in the printing industry. The teacher is an experienced

printer, but has no other preparation. As a teacher, he was rated at "one/half
the state of the art" lacking any formal preparation as a teacher. The
curriculum was rated as zero because it did not have so much as a description

of what the program was supposed to be like.
 

In contrast, the last item on the table which follows, is auto body. Theshop is crowded, poorly lit, and poorly ventilated. It was rated a 5. It had
 no anchors for any frame straightening (nearby trees were used), for example.

Equipment was rated a "2" as they did have a nearly functioning paintbooth.

Some tools were available but they had only one operational paint sprayer.

Tools were rated a "2". 
 The had no texts or manuals on paints. Instructional
materials were rated a zero. Ihey work on actual cars. Practical training was

therefore rated a 5 (everything is relative). 
 The skill level (compared to
similar training at Guatemalteco-Aleman is less than half, it
was rated a 4.

The teacher is an experienced tradesman but had no teacher training, received
 
a 5 rating.There was a description of the program. A description of the
 
program obtains a 5 rating for curriculum if it resenbled what was being done.
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NAME: INSTITUTO TECNICO vcACIomAL IMRICH FISCWNANN 

, ENROLLMENT INS MAT PRACTICAL SKILL
 
PROGRAM - 4to 5to 6to 
 SHOP EQUIP TOOLS & TEXTS TRAINING LEVEL FACULTY CURR.
 

GRAPHIC
 
ARTS 24 22 18 5 0 1 0 0 1 5 0 

INDUS.
 
ELEC. 44 48 37 5 3 3 
 0 5 4 6 5 

AUTO
 
MECH. 
 54 23 27 4 
 3 2 
 0 

DIESEL 42 33 29 5 2 2 0 5 2 5 5 

AIR COND.
 
& REFRI. 39 30 23 5 2 2 0 3 2 3 5 

MACHINE
 
TRADE 42 28 23 3
3 5 0 5 3 6 5 

RADIO
 
& TV 30 26 29 5 5 4 0 5 3 6 5 

IRON
 
WORK 19 10 9 5 4 3 0 7 7 6 5 

BAKING 16 14 9 3 2 2 2 8 5 7 6 

CARPEN-

TRY 13 5 12 6 5 
 6 0 7 
 5 7 5
 

CONS.
 
DRAFTING 90 64 62 6  0 8 4 5 4 

AUTO
 
BODY 331916 5 2 2 05 4 
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Instituto Teani Industrial Para Varmes, Quetzaltenango 

A modest program and relatively low utilization of the facilities hascontributed to a very positive level of maintenance and capability of theschool at Quetzaltenango. Although the school operates in two shifts, thenumber of students in each specialty is kept at no more than 15 students ateach grade level. Obviously, the wear and tear at this school is much less
than at the more intensively used sites. 

The vocational high school diploma is offered in radio and TV, "achine
trades, drafting, and electricity. 

Because of the relatively long distance to the capitol, this school is notamong those frequently visited by consultants of the Ministry of Education.However, this handicap has not appeared to have a deleterious effect on theschool except that the school administration has not press-ired the governmentfor sufficient support to increase the level of its operat-ons. The highschool shares a site w.th a junior high school which has a substantialenrollment and offers an introduction to industrial arts which includes such areas as shoemaking, tailoring, printing, carpentry, welding, electricity,
drawing, and auto mechanics. 

The assessment of the high school programs follow: 

NAME: INSTITUTO INDUSTRIAL PARA VARONESo QUETZALTENANGO 

ENROLLMENT INS MAT PRACTICAL SKILL 
4to 5to 6to SHOP EQUIP TOOLS & TEXTS TRAINING LEVEL FACULTY CURR. 

RADIO 

& V 12 10 3 5 
MACHINE 

TRADES 15 12 10 7 5 6 4 5 5 5 5 

CONS. 
DRAFTING 15 15 15 8 - 3 8 7 5 5 

INDUST. 
ELECTRI. 15 15 15 7 5 7 4 5 5 5 5 

11
 



Instituto Rxeri nta1 "Lis Pasteur-, PUerto Barrios 

This school offers the high school diploma in metal work, but most of theschool is devoted to a large junior high school enrollment (ciclo basico) forwhich it has a very adequate facility, including ample grounds and a spacious

multipurpose room for events. 

The rating for the high school vocational program is as follows, on a ten
point scale, with 10 being an ideal status for such a 
program in Guatemala.
 

Program: General Mechanics
 
Enrollment: 4th--20; 5th--20; 6th--15
 
Shop: 5
 
Equipment: 5
 
Tools: 4
 
Instructional Materials and Texts: 1
 
Practical Training: 5
 
Skill Level: 2
 
Faculty: 3
 
Curriculum: 5
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Instituto Tecnico ustrial "Georg Ne r tsteie , Mazatenario 

Mazatenango's high school has benefited fran a considerable infusion of
donor aid and technical assistance. In addition, this school has been

selected for its creation as a demonstration school by the German mission. A
 
project funded with [M.2,500,000.
 

Another unique feature about this school is the existence of dormitory

facilities permitting it to accept students fram areas beyond the city. 

This school comes as close to an ideal vocational high school as isavailable and its deficiencies (lack of instructional materials in some areas)is expected to be remedied through the technical assistance project which has 
been designed and approved.
 

The ratings for the varios programs follow: 

NAME: INSTITUTO TECNICO INDUSTRIAL 'GEORG KERSCIIENSTEINER', MAZATENANT 

PROGRAM 
ENROLLMENT 

4to 5to 6to SHOP ECUIP TOOLS 
INS MAT 
& TEXTS 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

INDUST. 
ELECTRIC. 15 15 15 6 7 7 10 8 10 5 10 

MACHINE 
TRADES 15 15 15 7 7 7 10 8 8 5 10 

AUTO 
MECHA'1ICS 20 20 20 6 5 5 10 5 5 5 10 

BRICK 
LAYING 20 20 20 7 8 5 10 5 5 5 

CARPEN-
TRY 20 20 18 8 7 8 10 8 5 5 5 

WELDING 15 15 12 7 5 5 4 5 56 
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Instituto Nacional Omn Orientacio Industrial "uastatoya-, El Progreso 

If the school at Mazatenango represents the top of the line among the
vocational high schools, El Progreso is a hands-down winner for the poorest.
Once a part of a six-grade ciclo basico installation, the lower three gradeswere transferred to a new facility and the upper three grades were left as the"Instituto Industrial." It offers the diplcua of "bachillerato industrial,,
but the quality of ay of the instruction is beyond minimal. An attempt at
rating its prcgram follows: 

Program: General Mechanics 
Enrollment: 4th--30; 5th--25; 6th-0 

Note: The school director did not count as ;tudents the
seniors who had gone to the capitol to obtain on-the-job
training, nor di i he know if they obtained suitable posts
because the school had no capability to provide OT 
supervision.
 

Shop: 5
 
Note: The building itself was secure fran the elements and lighting 

on a sunny day was adequate.
 
Equipment: 3
 
Tools: 3
 
Instructional Materials and texts: 1
 
Practical training: 3
 
Skill level: 1
 
Faculty: 5
 
Curriculum: 5 
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Instituto)Tecnio Vocacional Privado "mi i ani", Guatemala City 

Eni1jani is a catholic sponsored institution which was founded in 1978and has graduated eight classes in the fields of electricity, radio andtelevision, construction drafting, and auto mechanics. 

The operations of the school are funded entirely by fees paid by students
although there is some financial aid provided needy students. 

Emiliani operates both a day and night shift. Candidates for admission
must have completed nine years of elementary and basic education with an average of 70 points. In addition, there is an admissions examination.3tudents in the day program must be under eighteen years of age and the nightprogram is for adults with preference given to persons who live in thevicinity of the school. The school accepts only students in "fourth" grade ofmiddle education and no new students are accepted in fifth or sixth and
generally students are not accepted to repeat a course. Cost- of admission run to about Q100 and monthly fees are about Q50. Night school fees are
considerably less. 

In addition, families must agree to participate both by giving
encouragement to their student, attending school meetings, and attend other 
meetings as necessary. 

In the ratings which follow, at least half of the curriculum is determinedby the government, that being the academic part. The technical portion of
the curriculum is determined largely by the teacher and the equipment, tools,materials, and texts which might be available to the teacher and the
students. As a rule, the students do not have texts because of theprohibitive cost of the same and tize generally low income of the families from
which the school draws its students. 

At the time of the consultant's visit, there were 429 students enrolled 
in the school. 

NAME: INSTITUTO TECNIO VOCACIONAL PRIVADO ENILIAN1 

PROGRAM 
ENROLLMENT 

4to 5to 6to SHOP EQUIP TOOLS 
INS MAT 
& TEXT 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

ELECTRI -
CITY 39 38 33 6 5 6 3 5 5 5 5 

RADIO 
& TV 57 29 15 6 4 4 2 4 3 5 3 

CONSTRUC. 
DRAFTING 25 21 25 8 8 6 8 8 5 6 

AUTO
MECHANICS 65 48 34 6 3 5 6 5 5 5 5 
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Informal Elxaticn 

INIECAP 

The Instituto Tecnico de Capacitacion y Productividad (INTECAP) was
founded in 1972 to provide manpower training which was closely attuned to theneeds of business and industry. INTECAP is funded entirely by contributions
made by private industry based on a payroll tax. 

JYTECAP is governed by a board made up of six members of private

enterprise, three members of labor, 
 and three government officials, one ofwhom is the minister of labor. The government names the director of INTECAP. 

ITEP accepts as participants persons as young as 13, as long as they
have completed primary school. In addition, candidates may also take

additional admissions examinations. Persons who 
are ust out of primaryschool are the minority among participants and a small portion of the capacityof the institution is devoted to this mission. The bulk of the activities ofIhfECAP are aimed at persons in the labor force who need skill upgrading or persons who have a job or are sponsored by a business for the trainig they

receive.
 

The regional centers were built in one arephase and very similar. Theyare perfectly adequate for training, are flexible, and for the most part are 
spacious, well lit, and thoughtfully laid out.
 

While INTECAP attempts to categorize its various activities into several
delivery systems, for the most part they may be summarized as training that
 
occurs mostly in the shops (habilitacion) and upgrading (ccplementacion and
aprendizaje) which means the participants spend the majority of the time on
the job and return to the IN'ECAP center only for the related theory or 
upgrading course. 

The skill training objective of the preponderance of the fIECAP programsis to train persons at the operator level or at the semiskilled level.' A few 
courses are aimed at skilled craftsmen (perfeccionamiento). 

The financing of INrECAP had its setback with the devaluation of the 
currency (the Quetzal) during which time wages paid remained relatively
stable, but inflation caused major loss of buying poAer both for personnel
employed by the institution and in supplying the various programs with
equipment, tools, and consumable materials. 

INTECAP is on a caleixnar year fiscal year. For 1985, the total
expenditures were Q.6,600,000 and decreased to Q.6,440,800 in 1986.
Expenditures rebounded to Q.8.040,000 in 1987, the major part of the increasebeing represented by pay plan improvements. The budget for 1988 is estimatedat Q.I1,672,126. The increase for 1988 is expected to provide plenty of 
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flexibility for quickstart or other unplanned demands discovered during the 
course of the year. 

The regional centers were constructed to represent the basic industrial
trade courses of electricity, wood working, metals, and auto mechanics. Some 
expansion of these areas has led to subspecialties such as welding and
agricultural mechanics in another center. The construction trades were
heavily supported at one time and greatly needed because of the earthquake of 
1976. This sector was oversupplied, according to some observers, and led to
the phasing out of training in the area. At the time of the consultant's 
visit, the construction trades were not well represented. The wood shops were
being used for cabinet making rather than carpentry and only two regional
centers had bricklaying programs at the tine of -he visits. Each of the 
centers, however, offers residential electricity and many have capacity for

industrial electricity. Only one plumbing program was in operation and,

surprisingly, only one airconditioning and refrigeration progtam was in

operation. Baking was offered in the capitol and industrial sewing classes
 
were being added at three centers. 

The latter represents a response to the country's rapidly growing garment
manufacturing industry. While IN=ECAP offers sewing at the artisan level, the 
familiarization obtained is regarded as useful to the garment factories and no 
operator training is really demanded by the industries. In addition, I~fECAP 
offers classes for maintenance mechaLics; although the proliferation of 
garment manufacturers has led to a shortage of such mechanics for the
 
industry. 
 D?ECAP is planning to recycle its sewing machine mechanics courses 
as rapidly as time pernits. Another highly welcomed course is Supervisor of
Industrial Sewing, a 330 hour course. The classes are developed under the
guidance of an advisory committee made up of representatives from the drawback 
garment industries. 

The kind of training given is nonformal in that it offers neither high

school nor university credit. Each course has its own 
 length and intensity and 
a participant who meets all the requirements receives a Certificado de Aptitud
Profesional (certificate of skills training). 

IRECAP has benefited frcm a wide range of technical assistance and has
developed a very eclectic view toward delivery systems depending on the 
propensity of the technical assistance being reeived. The programs being
aided by the German mission lean toward that -ystem in which the participant
spends four days on the job and one day at the training center. The program
being aided by the Swiss mission prevailed in setting up a residential. program
for agricultural machinery mechanics in an isolated area. ITIECAP is about to 
give up on this particular variation and plans to move the program back to the
heart of agricultural programs. Most of the programs still have a high
tendency to institutional training supported by early U. S. technical
 
assistance and to it has been added elements of individualized instruction by
modules and competency based instruction. Other U. S. influences are inseen 
the efforts to maintain mobile units and storefront training programs, the 
latter accounting for a significant part of INTECAP's outreach programs. 
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INTECAP has a high commitment to designing its training program based on
industry needs. Until recently, it depended entirely on advisory committees.
These frequently were made up of representatives of trade associations rather 
than individual businessmen. Since these committees do rot include every
person who might wish to provide advice, there has been criticism that the
committees do not "really" represent the needs of indus-try. To respond tocriticism that some of its programs still missing the mark, and to addwere 

additional valid input to its program design, 
 INTECAP embarked on a universe
wide survey of manpower needs based on person-to-person interviews conducted 
during November and December, 1987. To some extent, this effort has had a
slowing effect on development of additional programs as program development

has been temporarily suspended until the results of the survey 
 are available. 
At the time of the consultant's visit, the survey was being printed. 

A significant part of INTECAP's outreach is the provision of technical
assistance to businessmen, including microenterprises. This may consist of as
complex a job as helping a manufacturer develop a more efficibnt production
line to simply helping a small shop owner learn how to operate or repair a new
machine he has purchased. Again responding to the propensities of the
agencies providing technical assistance, INTECAP set up a special division to
help the small (or tiny) industry under the guidance of the International 
Labor Organization. Since the original program was initiated, it has been

transformed by additional technical assistance from other agencies and 
now
functions under the label "Division of Small and Medium Industry." 

Notwithstanding the existence of regional centers, INTECAP operates in a

fairly centralized mode insofar as programming is concene d. Except for
 
programs actually operated in the regional centers, the programs in 
 the
regions are managed from the central office in the capitol. For example, a
technician in Guatemala City is responsible for delivering training to garment
manufacturers in the drawback industry program even though the companies are
established inconveniently at faraway locations such as Quetzaltenango and
 
Puerto Barrios.
 

The teachers are selected from among persons who have both graduated from 
a technical high school and who have industrial experience. In addition, each
candidate is given additional training through IN'ECAp's professional
development plan. The scheme for training new teachers is undergoing tevision 
at INTECAP. The original plan involved a self-teaching program in which the 
new teacher was given a group of modules (15 in a recent effort). When the 
new teacher had studied the module, he was given an exam and proceeded with
the next module until the entire sequence was completed. At a given time, an
evaluator was sent to observe the teacher and from that observation grade the
teacher. This was not considered satisfactory as the new teacher would gear
up for the visit and receive a passing grade when in fact his day-to-day
practice would not reflect the desired behaviors resulting from the module. A 
more traditional type of teacher-training is in the works which includes 
supervised student-teaching.
 

Where technical assistance is available, teachers are sent to study in
other countries which include the USA, Germany, Italy, and many other Latin 
American countries. 
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A state-of-the-art print shop and graphic arts program is housed at the
INTECAP headquarters in the city and complements the activities at the 
centers. 

Because of the variety of modes in which training is offered, numbersreported as enrollments are difficult to pin down. A few students come in for 
a full day of training. These are usually boys 13 14 years old andto 
represent the minority of training offered. The rest of the training
activities closely resemble USA community college continuing education 
programs in they may meet any time of the day or night and for any length of
time. Many seminars are offered as well as workshops. The best index of

IECAP activity is teacher or consultant hours rather than "enrollment" as no
effort is made to determine a full-time equivalent enrollment. The progranmed
offering is shcrwn for "enrollment" or where possible, a director was asked to 
state how many Iersons were attending at the time of the visit. 

A sumory of observations at each center follows. A change here from the
previous tables is that H stands for Habilitacion (institutional training), C
is Complementacion (part-time upgrading), and A is apprenticeship.
Enrollments change quickly because many programs start and end all the time
and a particular center will have full or enpty depending on the cycling of
classes. A better index to persons served is the annual report or the number 
of teacher/consultant hours delivered. 

Guatemala I. 

Having the advantage of being in the capitol where the headquarters of
INTECAP is located, the "I" center Ias benefited from continual growth and
improvements. This center was inaugurated in 1980 and begin programs in 1981
with horticulture, carpentry, plumbing, outboard boat motor repair,
bricklaying, beekeeping, and short courses in radio, TV, and electronics. 

The following year courses were added in hygiene, nutrition, macrame,

industrial sewing, pump maintenance, woods carving and baking.
 

In 1983, the center started experimenting with a dual system of training
moving from entirely institutional to a combination of institutional and on
the-job training. The latter was the mode for programs in auto mechanics,
industrial electricity, carpentry and plumbing. A program for handicapped
persons was also begun. Also operating out of the center is a Swiss-sponsored 
program to provide technical assistance to small and medium shops in the rural 
areas. Currently the center offers baking, electricity, electrcmechanics,
industrial electricity, plumbing, carpentry, industrial sewing, and other
needle trades. In addition various storefront operations work out of the 
center, such as bricklaying. 

Responding to the concern that Guatemala's timber resources are not being
adequately utilized, the center has obtained technical assistance and donor
aid fram Germany to add a shop which would be devoted to processing this 
resource into high quality cabinetwork and furniture making. The equipment
has been received and the shop is in the process of being constructed. The 
program and curriculum is under design by technicians frm Germany. 
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NAME: INTEC4P: GLATEMALA I 

ENROLLMENT 
 INS MAT PRACTICAL SKILL
 
PROGRAM H C A SHOP EQUIP 
 TOOLS & TEXTS TRAINING LEVEL FACULTY CURR.
 

BAKING 20 20- 10 10 10 10 
 10 10 7 10
 

ELEC-

TRICITY 72 72 
 40 10 10 10 10 10 10 8 10
 

ELECTRO-

MECHANICS 19 19 25 10 10 10 10 10 10 8 10
 

BIOMED
 
MECHANICS - 20 7 8 
 7 10 10 10 10 10
 

PLLMBING 60 10
7 10 10 10 8
10 10
 

INDUST.
 
SEWING 25 60 10 7 8 
 10 10 5 7 10
 

0 
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Centro de Caracitacion Guatemalteco-Aleman. 

The G-Aleman center has a long history predating much of INTECAp'soperation since the German mission established the center in 1975. The shopsat this center set the standard for state-of-the-art in bof-h equipment,
instructional materials (including Spanish language texts), and teaching

technology emphasizing on-the-job training.
 

The two outstanding shops are in machine trades and hydraulicspneumatics, the latter having been established this year. The teachers forthe shop have all been trained in Germany, one of them at the factory which

produced much of the hydraulics-pneumatics equipment.
 

The machine trades shops are only lacking numerically-controlled andcomputer-controlled machines to compete very well with training programs forindustry in the USA, are rated state-of-the-art for industry In Guatemala ashigher technology machine tools are not in use in the industry.
 

The programs at the G-A center 
are auto mechanics (several shqs,including one devoted entirely to auto electric mechanics), machine trades,hydraulics-pneumatics, electricity, welding, and classes offered in off-campus
locations under their "acciones moviles" format. 

Because of the emphasis of on-the-job training, this center can generatemany more participants with the number of shops it has since the systemutilized has productivity which is five times greater than in the conventionalsystems. Only the carpentry program at Guatemala I is on the "German" system. 

Since the shops at this center are the standard for state-of-the-artdeterminations, the rating for these programs are all at the "10" level. 

NAME: INT-CAP: GIATB4ALTEC--ALEMAJ 

ENROLLMENT 
 INS MAT PRACTICAL SKILL
PROGRAM H C A SHOP EQUIP & TEXTS
TOOLS TRAINING LEVEL FACULTY CURR.
 

MACHINE
 
TRADES 105 385 105 10 10 10
10 10 10 
 10 10
 

WELDING 75 75 10
400 10 
 10 10 10 10
10 10
 

ELEC-

TRICITY 105 255 105 10 10 10
10 10 10 10 10
 

AUTO
 
MECHANICS 105 255 105 10 10 10
10 10 10 10 10
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Centro Relional Escuintla. 

The center at Escuintla includes shops for auto mechanics, bricklaying,electricity, machine trades, cabinet making, welding, and sewing. In addition
it has a library, snackbar and offices. The center runs programs in themorning shift for students who have completed primary school and starts programs in late afternoon for persons who have work. The shops are equippedwith the minimum equipment, but the equipment is of good quality and in
operating condition. 

The ratings follow: 

NAME: INTECAP: ESCUINTLA
 

PROGRAM 
ENROLLMENT 
H C A SHOP EOUIP TOOLS 

INS MAT 
& TEXTS 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

MACHINE 
TRADES 16 - 16 10 5 6 10 1 5 8 10 

AUT)
MECHANICS 45 45 - 10 6 6 10 5 5 8 10 

CAR-
PENTRY - - 16 10 5 7 10 4 5 8 10 

WELDING 16 10 5 
 5 10 4 5 
 8 10
 

ELEC-

TRICITY 
 16 10 
 7 7 10 
 4 5 8 10
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Centro ReCtional C)uetzaltenanqo. 

The center at (Xetzalteizngo has shops for bricklaying, cabinetmaking,welding, auto mechanics, machine 'rades, electricity, and sewing. Outside ofthe two centers in Guatemala City, this center is the best equipped. Because
this area has a vigorous textile industry, industrial sewing classes are ahigh demand area. The area has also been identified as one where additional
drawback industries will locate. Even at this well equipped center, some areas
have fallen behind, nocably in auto mechanics where the instructional
materials are aging and in the absence of foreign technical assistance, recent
motors and vehicles for class use are in short supply. The problem is greaterat the other centers out of the capitol. The supply of equipment and tools is 
more like what might be found in a U.S. high school rather than thepostsecondary school level of equipping evident in the centers in the capitol.
The sewing lab had all electric machines, but none of the special purpose
industrial sewing machines found in the factories were available to the 
center. 

The rating of the shops follows: 

NAME: INTECAP: QUETZALTENANGO
 

PROGRAM 
ENROLLMENT 
H C A SHOP EQUIP TOOLS 

INS MAT 
& TEXTS 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

BRICK 
LAYING 60 10 8 8 10 8 5 8 10 

CABINET 
MAKING 15 10 6 8 10 5 5 8 10 

WELDING 15 60 10 6 6 
 10 5 5 
 8 10
 

AUTO 
MECHANICS 15 75 10 6 7 10 5 5 8 10 

MACHINE
 
TRADES 15 60 10 6 
 8 10 
 5 5 8 10
 

ELEC-

TRICITY 15 - 120 10 7 7 
 10 6 5 
 8 10
 

SEWING 30  - 10 7 
 8 10 5 5 8
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Centro Recional Santa Tomas de Castilla. 

Located next to Puerto Barrios, this TECAP center serves a regionextending through Peten and Alta Verapaz. The effects of centralized planning
are erident in this center. Notwithstanding that it is located in a portcity, in one of the hotter regions of the country, and in a fast developingarea for drawback industries, no particular specialization has occurred for
either the marine occupations, for establishing an air conditioning program,
or an industrial sewing specialty. The industrial sewing activities are runout of the Guatemala City operation. For example, the sewing machine repair
instructor is employed at the capitol and travels to the center from time totime to offer a course. The port industries make use of graduates, making use
of participants with basic skills in welding and general mechanics and adding
whatever orientation or training they need to work on the boats and relatedequipment or structures. The garment manufacturers make similar adaptation ofparticipants since the combination of training and exposure tb industrial
settings makes the DITECAP participants very adaptable for firm specific
occupations. 

The rating of the shops available follows: 

NAME: INTECAP: SANTO TOMAS DE CASTILLA 

PROGRAM 
ENROLLMENT 
H C A SHOP EQUIP TOOLS 

INS MAT 
& TEXTS 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

BRICKLAY. 
AUTO MEC. 

15 
30 

15 
-

-

30 
-

10 
7 
7 

8 
7 

10 
10 

10 
10 

7 
7 

8 
8 

10 
10 

ELECTRIC. 
CARPENTRY 

-
45 

30 
30 

10 
10 

7 
5 

8 
6 

10 
10 

10 
6 8 5 10 

METALS 
WELDING 

-

-
28 
30 

10 
10 

5 
6 

6 
6 

10 
10 

10 
8 5 5 10 

SEWING 15 - 20 6 5 5 8 5 5 5 5
 

REFRIG-

ERATION 40 4 3 
 2 10 4 3 5
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Centro Remiohal Chiuimula. 

This region noted for its comercial trade nonetheless is home for one ofthe more ambitious programs in agricultural mechanics. Based on Swisstechnical assistance, the 	center devoted two major shops for the ag mechanics program and developed hosts for housing of students to come from 	throughoutthe 	country. The scheme worked to the extent that most of the participantsare 	from outside the region but it seems oddly out of place. The state-of-theart 	ag mechanics program is coveted by other centers with more intensive useof 	farm machinery and transfer of the program is pending even though itslikely relocation would raise facility problems. If 	 this center were to losethe 	ag mechanics program, it would decimate the operations. As for alternate .. programs, some thought is being given to something in ceramics, but only atthe arts and crafts level, not at a commercial level. 

Taking advantage of a well equipped ag mechanics program, this center alsohas very good auto mechanics program when compared to 	other centers ortechnical schools. None of the training providers have the capability toserve the vast variety offered by today's modern automotive industry. Indeed,few 	U.S. technical colleges can do an adequate job, eit/ier. 

Located in a particularly hilly locale, the 	center has encounteredconsiderable drainage problems and in 	 addition lost its water supply from thecity. Fortunately, it was able to locate potable water through a 60-foot wellsunk on the premises and enough water is now pumped to adequately supply the 
center. 

The 	ratings of the shops follow: 

NAME: INTECAP: CHIOUIIEJLA 

PROGRAM 
ENROLLMENT 
H C A SHOP EQ)UIP TOOLS 

INS MAT 
& TEXTS 

PRACTICAL 
TRAINING 

SKILL 
LEVEL FACULTY CURR. 

AUTO 
MECHANICS 65 75 10 6 8 10 6 15 8 10 

AGRICULT. 
MECHANICS 40 - 10 10 8 10 a 5 8 10 

WELDING 35 30 10 6 5 10 5 5 8 10 
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PRIM~jE voiJ1nAR cmaNIZATMtS 

KENAL. 

KNL is an indigenous word meaning the birthplace of fire and is the namefor a catholic-sponsored program that begins with programs to strengthen thefamilies in a catholic setting and in addition offers skill improvementprograms on an informal and abbreviated basis. The institution is located 
near 9 and 10the perimeter of the sanitary land fill, overlooking Zones
belcw, the capitol's prestige residential and business areas. Notwithstanding
the one mile of distance from their location in Zone 7 to the heart of thecapitol's highly developed areas, the KINAL facilities are surrounded by oneof the poorest sectors of the city, a location specifically selected for that 
featvre. 

Still in the first year of moving into their new facilitibs, the programhas yet to develop its hoped for occupational programs. Consequently, itsskill training capability is not rated although it is developing an
infrastructure which has potential because 
of the private enterprise support
is has carefully courted. It has a roomful of shoemaking equipment and isnegotiating on two other programs with private enterprise sponsors. Nearlyall of the impressive facilities now occupied have been :onstructed with

donations from private enterprise.
 

The paucity of operations is a consequence of abandoning their previous
locale where their operations were more abundant. 
 The prospects in the newfacility are immensely greater, however, given same time. 

JUNMBAL. 

The delivery system for education for women in Zone 7 is sponsored by the
same catholic order as JUNUABAL. More developed than KINAL, 
 this program has a functioning primary school for girls and an active program for adult women.Tocated on the opposite side of the sanitary land fill frcm KENAL,
conveniently adjacent to a public laundry area, 

and 
JUNKABAL serves as adistribution site for various commodities distributed free to women in -the area. The source of these cxmmodities is mainly from the USA although other sources are also welcomed. The ccxiities include flour and corn and otherstaples. One of the conditions for receiving the ccmmoxties is that the women sign up for a class at the facility. The offering may range framliteracy education, hygiene, nutrition, or any other self improvement course

including arts and crafts that can be used as inccm producing cottageindustries. It divides its offerings into single session classes (cursoslibres) or classes arranged in a series to provide greater depth (carrerastecnicas). Among the latter are administration of the home, cosmetology,
flower arrangement, baking, desserts, cake decorating, and sewing. Among the courses offered to capitalize on students who attend for periods ofcannot
time were such classes as recipes for meat dishes, how to use a microwave oven, vegetarian cooking, cake recipes, ice cream dishes, basketmaking, how tomake bouquets, macrame and many specialty sewing classes. 
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The school receives technical assistance from the Iristituto Femenino de 
Estudios Superiores.
 

Salesiano Parroquia la Divina Providencia. 

Using homes acquired near their church, the Salesian priests have

organized a nonfonal training project reaching 
500 to 800 per-ons at a time,
many of them women learning needle work and some in industrial sewing.
Operating in Zone 8 in a poor neighborhood, the facilities include a medical
clinic, a feature of both K[NAL and JUNKABAL. Among other popular coursestyping which accounts for nearly 100 students. While the skill training 

is 

capability of this nonformal vocational operation is modest, it represents a
valuable resource for the residents of the area. 

Rotary Club. 

The Rotary Clubs of Guatemala City have a long history of assisting and
promoting technical 
education. The best example is its long association withthe Instituto Tecnico Vocational Imrich Fischmann. Members of the clubs also
have collaborated through Fundacion Tecnologica (FUNTEC), among other

projects, to help put together 
a group of single family microenterprise
garment producers into a cooperative capable of becoming drawback garmenta 
industry in a nearby town. FUNTEC is currently the sponsor/grantee for at
 
least several USAID projects.
 

Lacking a corporate identification, the club members work tu-rogh other
 means such as the Imrich Fiscmann Foundation which they have organized 
as anonprofit foundation and through which leading businessmen are willing to workto develop a project which would strengthen technical education programs notonly at Fischmann but at any other eligible institution which might qualify. 

T e president of the Fischmann Foundation (Ing. Juan Niemann E., president
of J. C. Niemann Industries) is also president-elect of the Rotary Club and isscheduled to take officr next year. Another club member serves as secretary ofthe foundation (Ing. Cesar Osorio, production manager for Extrudoplast). 

Fundacion Tecnolocrica (MNEC). 

In 1985, a group of private businessmen created FRNTEC to seek solutions 
to problems created by the need for technology transfer in order to developthe Guatemalan economy. FUNTEC obtained nonprofit corporate status and beganfunctioning in both a training role as well as referring technical assistance,
training, and education to participating institutions and individuals. 

FUNTEC is run by a governing board made up of chief executives of
ccnpanies which support FUNTEC with contributions. In addition, nonmembers
who are associated with the organization make up executive ccmittees to 
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oversee the operation of its various projects. In all, nearly 50 chief
executive officers or managers participate either on the governing board or on
its executive conmittees. FUNTEC operates on very low overhead with only theexecutive director and a secretary staffing the foundation offices and the

balance of-its resources going directly to operations.
 

The programs it currently operates are (1) technology transfer; (2)
development of microbusinesses; (3) technical assistance; (4) technical
seminars; (5) international cooperation; (5) junior achievement program; and
(6) a technology information center. 

The technology transfer program includes training for sewing machine 
operators and sewing machine mechanics. 

The contracts currently in effect with USAID are for more than $500,000
which includes inkind and cash match made by the organization. 

Each of its projects has an executive committee chaired by a member of theorganization's governing board and includes other busirssmen who may not be 
members of FUNTEC.
 

To some extent, the organization serves a brokering role as well as being
an operating agency (in the case of the sewing and sewing machine mechanics 
classes). 

Still relatively new at contract administration, the FUNTEC capability as 
a sponsor/grantee is being taxed within it present resources but has 
prospects of an emerging institution with greater capabilities given the 
strong private enterprise links it has. Please see Annex II for a list of 
FUNTEC members. 
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Multiple use centers. Two centers were built in Guatemala City intended
 
to serve as area vocational schools for elementary schools in the region and
 
to be used in the late afternoon and at night for nonformal 
vocational
education classes. The Zone 7 center (CUM-Centro de Usos Multiples) serves
the elementary school with which it shares the site but at the time had not
expanded its activities to include other elementary schools in the region.
Except for a few arts and crafts activities during the day, the objective of
skill improvement classes had not been realized. The center did not have a
budget for such classes and the area residents were not considered able tosupport such classes with fees to make them selfsupporting. The center in
Zone 5 had been converted into an magnet elementary school, accepting students
from throughout the city and was not accepting students from other elementary
schools for its industrial arts programs. The centers have been in operation
for less than three years and their level of equipping is suitable for
delivering various levels of skill improven-"A.t training. 

It was expected that the Instituto Tecnico Feminino would'be relocated to
the Zone 5 center. The Instituto has been operating out of a converted 
residential dwelling with extreme crowding. 
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m. REVIE OF MMM SE
 

The labor market survey undertaken by the project covered 810 companiesand provided date on more than 30,000 jobs. At the time of the survey,slightly more than 900 jobs were vacant, with the largest number being in thefield of machine operators. Of machine operators, sewing machine operators
was most frequently listed, but also included shoe sewing machine operators.Among other information developed as a result of the survey were opinions asto the adequacy of trainring as perceived by company spokespersons. The numberof responses reflecting dissatisfaction is an indication that a rebounding
economy is making significant inroads into the skilled manpower pools and
companies are now drawing from inexperienced persons in the manpower pool
whose only preparation for the jobs has been that received 
in the secondaryschools or in the nonformal training system in which the main provider is 
INTECAP. 

The project manpower survey also attempted to obtain opinions as to growthareas for which training was considered inadequate. Basic occupational groupswere again indicated rather than any new or emerging occupations. In thiscategory would be such workers as sewing machine mechanics since mechanics
represent a general manpower pool from which firm specific workers are drawnfor specialization. At least two programs aimed at providing some
specialization. Both programs were in Guatemala City, one by FRNTEC and oneby INTECAP. In the latter case, INTEFAP intended to send its trainer -"
 locations where drawback garment manufacturing industries were located. The
 use of the "itinerant" teacher is referred to as "acciones moviles" in 
 INTECAP 
programming jargon. 

A labor market survey was done at the end of the 1987 calendar year byINTECAP and the resilts tabulated by May, 1988. Printing of the results was
programmed 
 for June with the first five volumes being available to the projectalthough still not released to the public. The detail of the study can beappreciated in that the. partial results represent a stack of booklets reaching
eight inches high. 

The INTECAP labor market survey was a sample of 3,735 ccmpanies taken frcm a universe of 10,582 on record with the government, a s-mple of 35.3%. 

The DMXEP survey invited respondents to indicate which of the training
offerings currently on the INTECAP menu 
would be needed in the future. Thisyielded excellent information as to demand of existing programs. An additional
question asked was about training for which INTECAP did not have training andthis yielded raw information by job title but had not been translated into atraining offering which would satisfy the requirements of the job title. This
analysis was to be the subject of a subsequent volume. 

Another interesting aspect of the survey was the inquiry as to technicalass-istnce desired. Again, managers were asked to indicate TA desired from a menu of TrECAP offerings and this also yielded TA for which INTECAP had nocurrent offering. The respondents identified "problem perceived" and lINECAP
technicians are working on appropriate TA strategies which might respond to 
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the request for technical assistance. Because some of the TA requests were
beyond the existing INrECAP capability, this might represent an area where 
donor technical assistance might be areatly welcomed. 

A separate analysis was made of needs in the construction trades byINTECAP. Again selecting from INTCAP's menu of existing offerings, managersidentified needs and their estimate of participants which totaled 7,947. Aseparate analysis also yielded a list of construction jobs for which training
was not apparently offered by INTECAP. Of the 241 jobs listed, however, 200 were named by one company, all in the field of bricklaying, data which
obviously called for clarification by a followup visit by INICAP training
technicians. Even though the subsurvey was of the construction industry, thetraining needed by the industry was not centered on need for workers in the
construction trades. For example, the construction companies asked fortraining in such disparate areas as human relations, industrial safety,
salesmanship, principles of supervision, truck drivers, quality control, and 
personnel management.
 

Others. Informe Comision Maquiladores "Confeccion 2000." In November,1987, the Committee of Maquiladores of the trade association of exporters ofnontraditional exports (GEXPKONT) contracted with Megatex for a plan for thedevelopment of the garment industry in Guatemala. Among its findings werethat I1rECAP was a major resource in providing skilled persons at the
supervisory level (p. 34) but also included Instituto Femenino de EstudiosSuperiores, Instituto Tecnico Femenino, Universidad Rafael Landivar, andUniversidad de San Carlos. At the operator level, the finding was (emphasis
added) "we believe that operator traininm should be the direct responsibility
of the industries." The need as perceived by the study was to train teachers
and supervisory personnel and that the industry could reduce its risk of notcbtaining ideal persons for these posts by working with Fundacion Technologicaand INIECAP. As to the future needs for skills training, the study speculated
that specialized training would be needed for mechanics, plant engineers, costaccountants, and supervisors. Of the secondary schools only "Emiliani"
(electricistas) and Instituto Tecnico Femenino (supervisor, produccion) werelisted as providers of skilled persons. The major provider was IVIECAP withIFES listed as a source for teachers and supervisors. The study showed an
increase in employment in the garment industry from 1,290 in 1984 to 11,000 in1987, clearly labeling this as a growth industry. The projections made werefor an expansion to a workforce in this industry estimated at 78,700 by 1992. 
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IV. APROIE To0 IKEw TR1AfNIN 

The major influences in manpower training in Guatemala have been the
technical assistance endeavors of the USA, the German mission, and the
International Labor Organization. Each has contributed to influencing the
actual system in Guatemala, although the German influence is most pronounced
because of the recency of its activities. The USA had its major input into
the system by the end of 1983, succeeding early work by ILO, and subsequently
superceded by the work of the German mission. 

While there are many similarities among the approaches to manpower
training, a simplified view would characterize the IW system as focusing on a 
very narrowly circumscribed module of employable skills, while the USA system
typically leans toward longer periods of institutional training and more 
generous view as to what constitutes competency-based instruc~ion. The
tendency toward more institutional training in the USA is a consequence of the 
greater incidence of high technology which cannot be readily accessed through
on-the-job training and apprenticeship systems which characterize the German 
system. 

The German system seeks to place the participant in on-the-job training as 
soon as practicable but has the feature that at least one day a week must be
reserved for institutional training while the participant is in training. MTis
feature makes maximum use of the fact that the learner is ready to learn when
confronted with real job situations and maximizes use of costly facilities
since the same facility can serve five times the nunber of participants that
 
would full-time institutional training.
 

All three systems promote their own version of competency-based
instruction based on which each organization has found to be effective job

analysis in their own environment. 

The Guatemalan experience has been very eclectic given that its

cooperation with the technical assistance 
offered is essential to receiving
the hardware/software that is part of the package. The nonformal education 
system provided by INIECP incorporates most of the German plan featurds at
its Guatemalteco/Aleman center and in the carpentry program at Guatemala I 
center. At least one vocational high school (at Mazatenarxgo) expects to 
convert to the same system for the coming school year as part of an investment 
expected to amount to [M2,500,000 from Germany.
 

Only a small similarity is experienced at the other vocational high
schools, with the on-the-job comqnent more closely resembling USA cooperative
education projects, except that the three-month on-the-job training is
typically full-time rather than half-time as practiced at USA high schools. 

Full and candid followup programs are evident in the INTECAP programs, but 
no followup studies were available at the high school level. The German
mission conducted a followup study as part of its planning the high school at 
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Mazatenango, but the results had not been published at the time of the
 
consultant's visit.
 

V. UNiET NEEDS AND RESFONSE STRAITES 

When the project's manpower survey fulfilled the Martinez prediction, it
nullified assumptions as to quickstart training. 

The needs revealed by the manpower survey centered around dissatisfactionby employers with the level of skill training provided by training providers
as well. as the results of their own inhouse efforts. Management training,
whether it involved supervisors or senior personnel selected to instruct

subordinates 
 is a phenomenon of the developed countries, where it is equially a
problem, and is increasing its visibility in Guatemala. 

An entire industry has evolved in the USA around supervisory training andthe training of trainers. Much of the activities are organized by privateenterprise and to a lesser extent, are institutionalized at universities andother postsecondary schools. The programs range from extensive litanies aimedat professional teachers, such as the Ohio State University 100 modules forvocational education to one-day programs on "How to Deal With Difficult
People" marketed at $99 aper student by variety of national companies. 

Other needs may be inferred at the risk of making leaps of logic and

combining disparate information received during this project.
 

The one growth area of the Guatemalan economy that has been verified with 
some certainty is the so-called drawback industries. In summary, this sector
is expected to grow from 11,000 workers to 70,000 in the next four years. Theeffect will be two-fold. If the growth is realized, the activity will absorb 
a significant portion of the pool of available labor. The wages paid will
reflect first in the increased consumption of consumer goods and services,

further generating disposable income. Some adjustment may be expected in
labor market as lucrative options begin to appear in 

the 
camerce and services aswell as in the drawback industries themselves. Over the four-year period, it 

may be expected that available nmnpower for basic sectors of the economy willdecrease in both quantity and q.ality, all other factors being equal. 'Persons
 
now attracted to mechanics, metal work, and construction will have other

options to choose from and university education will becare even more
attractive as managers begin to select managers frcm other than their own 
home-grown systems. 

At sane point in the four-year period, the basic sectors will begin to besqueezed for manpower, resulting either in inflationary alternatives,
significant shortages nationally, or a serious decline in the quality of workdone in such areas as maintenance, mechanics, construction, and metal work. Arecovering economy may be expected to lean toward higher technology, further 
exacerbating the manpower shortages. 

The installed capacity to deal with these factors will be marginal. Thenonfornal delivery system (INTECAP) will benefit from added revenues from 
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greater payrolls, but the concept of rapid deployment of resources to meet
these needs must be institutionalized at I rIcAp. Mcreover, the influence of
foreign technical assistance must accommodate a higher level of skill training
than is currently the objective of the system where an operator level of

training is deemed satisfactory. The perception of lack of responsiveness

must be addressed by INECAP and is not likely to be. achieved unless the 
government yields to the demand that the CEO of the organization be subject to 
the discretion of the governing board of INTECAP. 

The other training delivery system is the most fragile of the components
in what would be a measured response. The vocational high schools are nearing
extinction as viable institutions. As their technical capability
deteriorates, they may decline beyond the stage of being suitable for a rescue
effort. Some immediate intervention is required simply to maintain their
viability for some future major improvement justified on the basis of
industrial demand. This alarmist proposition is not so far fetched. Already,
the capability of serious skills training at the vocational high schools
nearing empty except at the model school at Mazatenango. Few as they are, 

is 
the 

government has been unable or unwilling to maintain its six vocational high
schools in anything resembling a basic level of capability. Donor agencies
genuinely concerned with the economic recovery of Guatemala and stabilization
of its democratic government can not tolerate the eventual extinction of these
institutions for no alternatives exist at the informal, secondary, or
postsecondary level. Should their existence be openly (what they are privately
suspected of being) only that of being a sham credential ig process which
permits clever students to enter the university without the inconvenience of
challenging a taxing liberal arts high school education? That future is not 
so far away as it may appear. A followup study of these graduates, perhaps
one/tenth as costly as the manpower survey done as part of this project might
settle once and for all the genuine mission of the vocational high schools.
Rather than a futile folluwp study which confirms the obvious, a similar
investment in real aid to these faltrinr vocational program-,miQht reclaim 
the remaininQ dedication to the original mission of these institutions. The
investment in potential studies should be relative to the potential real aid
contemplated. Thus an intervention costing scue amount reaching five figures
should not be gained at the expense of a study costing six figures. 
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VI. RES0UE ALOUICN
 

Allocation of funds to the nonformal training sector represented byIRIECAP is far more generous than funds allocated to vocational training inthe secondary schools, particularly when one considers that at least half ofthe funds allocated to the vocational high schools is to support the general
education components. In fact, there is a skewing toward the generaleducation component in expenditures by the fact that "academic" teachers
generally qualify for seniority bonuses, whereas vocational teachers do notgain status on pay plans if their training has not included the university
degree essential to moving upward on the pay plan. Technical training whichdoes not provide university credit or industrial experience is not recognized
on the pay plan for teachers at the vocational high schools. 

The resources for INTECAP have fluctuated severely over the past four
 
years both as a consequence of devaluation and a persistent recession. In
1985, expenditures were Q.6,600,0C-: and declined 
to Q.6,440,800 in 1986. A
 recovery of resources was observed in 1987 when expenditures increased to
Q.8,040,000 with most of the increase going to improvement in pay plans to

make up for the decimating effect of devaluation. Real resource gains were

expected for 1988 when the budgeted expenditures were Q.11,672,126.

Disregarding all other factors, an index of cost may be useful. The budget
was expected to fund 305,550 teacher hours and 117,342 consultant hours for a
total of 422,892 hours of "delivery system" time at a rate of Q.27.60 per
hour.
 

During the period 1986-88, the entire budget for all the vocational highschools was Q.1,302,623 in 1985; Q.1,587,369 in 1986; Q.1,885,685 in 1987; andQ.2,123,247 in 1988. It is not surprising that the outlook has been so dismalfor the vocational high schools. Using a pupil-teacher ratio of one to ten and a school day averaging 5 hours a day, and a school year averaging 180 days a 
year, the estimated number of "teacher hours" is 90,000 yielding a cost per
teacher hour of Q.23.59. 

In fact, the entire secondary school system (junior and high school: sixgrades, all public schools in the country and the ministry of education'
administration for it) came to only Q.32,848,194 for 1988 compared to

Q.11,672,126 for the INTECAP operation for the same year. 
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VHa. AMERMTIVES F-OR USE OF DONOR AID 

Lacking sufficient justification for demand-based intervention, some
intermediate steps should be taken to maintain a presence for donor agencies
which have a stake in the recovery of the economy of Guatemala and the
stabilization of the democratic government. Areas which should be addressed
should include the vocational high schools and the nonformal sector

represented by INTECAP 
 and the fledgling Private Voluntary Organizations. 

Iearninq Materials. A low cost intervention which would be highly visible
would be the provision of Spanish-language textbooks in vocational areas for
the vocational high schools, NTfECAP, and the PVXOs. Classroom sets and

library additions would vastly improve the resources at all institutions.

Similar programs are already in place in Central America to aid university
students. This proposal would be for free textbook program since thesea 

training providers work largely with the poorest of the poor, 
 particularly the
PVOs (including the catholic vocational high school). Notwithstanding some of
the criticism which could be expected at providing nonSpanish materials,
subscriptions to appropriate English language periodicals, especially for the
schools devoted to the education of women where fashion and sewing literature
is avidly hoarded,, would provide a valuable resource and maintain an 
essential presence for the donor agency. 

Adopt a School. Borrowing an aidea from another donor agency, suitable

school could be adopted. Depending on the ambitiousness of the donor agency,
this activity might encompass any of the fledgling PVOs, nearly destitutea 
vocational high school such as the one at El Progreso, or a truly salvageable
institution such as Imrich Fischmann Technical-Vocational Institute. The so
called adoption could involve any of the upgrading alternatives available or

all of them. Other donor agencies have upgraded equipment, provided texts,
scholarships for out-of-country teacher training, in-country teacher training,
technical assistance, demonstration projects for nearby schools, financial aid
for students, linkages with industry, and regular followup studies of
graduates. The costs, for example, might not be as excessive as might be
expected at first consideration. The wish list received from a Rotary
Club/Fischmann 'VI proposal to USAID to reequip the school totaled Q.392,512

for all areas.
 

Mobile Training Units. The surge of the sewing industry in various 
sectors of the country lends itself perfectly to a mobile unit for industrial
sewing which could provide intense training in both sewing and sewing machinemechanics on state-of-the art machines. The work stations would fit perfectly
in any off-the-shelf mobile unit and a modest self-contained power source
would free the unit from the vagaries of power supplies that afflict various
regions. Moreover airconditioning systems for such mobile units would make
the unit truly mobile and usable in such areas as Mazatenango, Chiquimula, andPuerto Barrios where the heat can be brutal in a mobile unit not air
conditioned. Such a mobile unit could be viewed as welcome auxiliary for
short courses at upscale institutions like the Instituto Femenio de Estudios 
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Superiores where outfitting one of their classrooms with industrial sewing

machines would be an unwelcome intrusion.
 

Advanced welding technologies also lend themselves to the use of mobileunits. While most NTECAP and vocational high school locations have access to
 
gas and arc welding, they do not have access to inert gas welding.
culmination unit in the use of inert gas welding and automatic feed 

A 
welders

could be programmed to rotate among the interested institutions. Such a unitshould also have testing unit, also perfectly suitable for a mobile unit, toinclude small nondestructive test units and X-ray facilities. 

Transfer Operation of a 
Vocational High School to Private Enterprise. A
tongue-in-cheek proposition that a school such as Fischmann be turned over to

private enterprise for operation may not be as bizarre as itmay sound. 
There
is already some movement in obtaining matching GOG funds for the activities of

the Fischmann Foundation basically sponsored by the Rotary Cldb. 
It is only a
small leap in logic that a government-business-donor agency coalition for
funding and a private sector management of the school might have some merit.
 

Establish and Fund Foundations at Each Vocational High School. The
foundations could be as ambitious as considered reasonule by the donor agencyor as modest as a 
matching activity fund to amplify the contributions of
 
parent organizations, fundraisers by the schools themselves, and donations

from private industry. Boards of trustees for these foundations (or activity
accounts) could be drawn from CE~s of local businesses and making the much
desired business connection for these schools. 
The involvement of the

communities in these schools might also exert some influence on the government
to pay more attention to the schools. 

Use Vocational High Schools as Site for Supervisory Training. One of the
problems of industry is how to go about taking senior craftsmen and be able to

teach these craftsmen how to become'trainers themselves. The utmost in
simplicity would be to provide some basic teacher training mcdules available
fram many sources in the USA, but of which the work at Ohio State University
is most widely known. 
There would be no need for group instruction. The
 company would have to be willing to release the craftsman one day a week,since
ideally the so-called training should occur while there are students at'the

school. A "aster teacher" would be assigned to sponsor the "student
 
teacher." 
 The master teacher would also have become familiar with the teacher

training modules. On the designated day, the craftsman woW.d become a student
teacher and the master teacher would become a "supervisor" of teacher

training. The students would benefit from having a 
master craftsman as their
teacher for the day. 
The whole exercise would bring business and school
together. The role of supervising teacher would also make aie regular teacher 
more aware of so-called teaching technology.
 

Provide a Quickstart Traininq Fund for Vocational High Schools. The lamentof the vocational high schools is that they have no discretionary funds for
anything outside of the prescribed curriculum. It would greatly increase theprestige of the high schools if they could respond to an immediate trainingneed by industry. 
Taking a few pages from the INTECAP program of work, it can
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be seen that the prevailing cost of some sample quick start programs look
 
something like this: 

Industrial Safety, 20 hours: Q.180.00
 
Ceramics, 200 hour course: Q.1,200.00
 
Carpentry, 200 hour module: Q.1,000.00

Propagation of Ornamental Plants, !00 hours: Q.440.00

Administration of Export Industries, 54 hours: Q.486.00

Principles of Supervision, 2) hours: Q.180.00.
 

Obviously, the quickstart training fLuds for each schools .ir for thecountry as a whole could as ambit: - s or as modest as the donor country
believed reasonable.
 

Cooperative Proqr=as with' INTECAP. Mhe basic idea of INTECAP is exactlythe kind of vehicle donor agencies would design to address the needs of a
growing economy (or in the case of Guatemala, a recovering economy).

Dissatisfcaction with the flIECAP organization, management, or political
-tructure does not invalidate the basic design of the institution as anoiiormal edvcation approach to addressing the training needs of industry inthe country. Same cooperative programs would pemnit the donor agency to helpshape needed reforms. You have to be a player to stay in the game. While scmestructural reforms may not be achieved during the span of the present electedgovernment, a democratic government more inclined to private enterprise might
resolve the major point of contention. 

INECAP proposed some areas for donor agency assistance in 1985, some of
which have been overtaken by implementation of appropriate programs or made
obsolete by the passage of time. Within that proposal, however, is a menu of
projects from which could be selected appropriate interventions. The mostobvious area which suggests itself is one in which linkages with INTECAP wouldnot occasion any additional ironverience to the donor agency since the latterhas existing programs. This is in the area of technical assistance to smalland medium size industry. Opening a dialogue between donor agency technicians
in the area, the existing grantee (Associacic- .IeGerentes de Guatemala), andINTECAP could bring about the proposed collaboration without having to create 
any additional infrastructure. 

Other areas still candidates for consideration would include minin4. Thedevelopment in this area in the chJquimla area, for example, still has not
progressed beyond selfemployment hy individuc-I miners. The delivery systemfor agricultural sector training could be exandned for the need for additional
mobile units as originally requested in 1985. The area of development oftimber resources is being addressed by German technical assistance. A hotel
training school is still on the Im'ECAP agenda, saiething other Central
American countries already have. The area generally described as improvement
to the "transportation" industry was too general to suggest the proposed
response but could be worthy of additional inquiry, given the high reliance ofsurface t-ansportation to serve commerce and industry in Guatemala. 
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VII. ESTIAT]E OF POSSIBIE OmOTC 

A project which would affect all vocational high schools would involve
improving the educational opportunity for about 2,000 students a year andimproving the capability of upwards of 30:. teachers a year. The inprovements
in infrastructure could be antici 3ated at the level of 15% per year as
reflected by increased support by GOG for its vocational high schools if
support was pegged to some rate of increase above the five-year history of 
support iby the GOG. 

A project which would sti rlate the increased participation of privateenterprise in activities at the high schools could easily increase cash andinkir-, support from private enterprise to the high schools by at least 25% peryear, as judged by what arount of local match is likely to be readily acceptedby private enterprise. Pivate enterprise provides some assistance to sameschools and PVOs even without the outlook of additional donor aid. 

A project which would provide followup information for graduates of eachhigh school would both -:prove selection of students (who would go to industryafter graduation) as we±.., as improve the administration of the high schools
becaus.e of the improved business/school links. 

Mobile training units, assuming a training program of a month's duration,more or less, would result in the upgrading of skills of 1,000 participants
per unit per year. Mhis assumes a three shift schedule, not unusual in termsof prevailing practice in SameGuatemala. elementary schools run three
"schools" in one location, with the shifts divided during the 7 to 6 p.m.a.m. 
time span.
 

Each of these outputs would also have a major effect on quality of

training ove the long run, particularly as high school administrators begin

to feel the pressure of accountability because of the technical 
assistance to
 
be provided.
 

One of the most significant outputs would be to recapture the INTECAP
operations for their intended use as an institution which works side by sidewith government and private enterprise to fuel the recovery of the Guatmalan 
econcmy. The opportunity to shape the reform of the INTECAP system could be
maintained with small apertures provided by small amounts of aid and technical
assistance. Once the donor agency again beccues involved with INTECAP, thepossibility arises for the coordination of donor agency aid and technical
assistance. A concerted effort by all donor agenc'as to maximJize theefficiency of INTECAP by appropriate governirental reforms could greatly
expedite said reforms even within the existing government which has been 
reluctant to give up any prerogatives. 

Another unintended, but perhaps valuable output, would be the internalimprovement of the uonor agency's operation. A project which would operate
over the full spectrum of training would require the donor agency to bringtogether projects in agriculture, private enterprise, education, health, andothe(r delivery system components into an organized, systematic Themanner. 
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overlapping projects and uncoordinated elements of similar programs makes forthe possibility of carpeting and inefficient allocation of donor resources.
Moreover, the public appearance given by the donor agency when its operating
units are not fully coordinated is one of a donor agency in a stage of
confusion which has a diminishing effect on the otherwise excellent image
enjoyed by the donor agency among the Guatemalan public. 
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Colegio de Ingenieros de Guatemala. Ing. Luis Eduardo Perez. 

Instituto Tecnico Vocacional Dr. Imrich Fischmann. 1ic. Julio Cesar 
Valdez. 

KENAL. Armando Secaira. 

JUNKABAL. Coralia F. M. Coronado. 

Colegio San Juan Bosco. P. Gervasio Accmazzi. 

Salesiano Parroquia La Dj "na Providencia. P. Mario Fiandri. 

Instituto Industrial Central "G. Lazaro Chacon G." Arturo Monzon Corado. 

Instituto Tecnico Femenino. Graciela Aqueche de Fuentes. 

Centro de Usos Multiples, Zona 7. Aida Almazon. 

PEMA4 "Nueva Montserrat." L. Amilcar Aguilar. 

Centro de Usos Multiples, Zona 5. Vicorio Mendez Garrido. 

PEMEK Dr. Carlos Federico Mora. 

Univerzidad Rafael Landivar. Daniel Borja. 

Instituto Tecnico de Capacitacion y Productividad (INTECAP).
 
Juan Migual Orriols
 
Luis Valiente
 
Carlos G. Aldana 
Horacio Paganini M.
 
Alberto Gonzales
 
Friedel R. Pena
 
Jose Fernando Davila
 
Pedro Ramos
 
Estua-tdo Aguilar Varxleiberg
Servio E. Alvarez
 
Calos H. Matute 
Hector Murga 
J. Gallardo Flores 

Ministerio de Educacion, GOG 
Ailcar Estrada
 
Eliseo Lopez M-rida
 
Max Castaneda Mayorga
 
Omexro Jerez
 
Maria del Carman Stella Riviera A, 

Carite de Reconstruccion National. Edwin Sagastume. 

USIPE (Unidad Sectorial de Investigacion y Planificacion Educativa). 
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Amilcar Estrada
 
Reht Suasnavar Garcia-Salas
 
Olga M. Hernandez de Leon
 
Olga Diaz de Ortiz
 

Technical Assistance Mission of Germany. Francise Huber. 

Aragon & Asoc.
 
Jeniffe Dardon
 
Alejandro Cifuentes
 

ASIES (Asociacion de Investigaciones y Estudios Sociales)
 
R. Amilcar Burgos S. 

Instituto Tecnico Vocacional de Quetzaltenango.
 
Lic. Herbert N. de Leon Ovalle.
 

Instituto Tecnico Vocacional "Emiliani-
Consuelo de Espell
 

Centro de Usos Multiples, Zona 5
 
Gustavo Adolfo Crocker Sagastume

Alberto Reyes Aguilar
 

KIJUPAST. Ing. Cesar Osorio. 

ASINDES. (Asociacion de Entidades de Desarrollo y de Servicio no
 
Ubernamentales de Guatemala). 

Lic. Oscar Manuel Osorio 

Instituto Tecnico Industrial "Georg Kerschensteiner,, 
Jorge Amilcar Tercero
 

Instituto Industrial El Progreso 

mis Rodolfo de Paz A. 

FUNEC (Fundacicn Tecnologica). Ing. Fernando Pullin Villaverde. 

I3M. Herbert R. Fleischer. 

J. C. NIEMANN. Ing. Juan Niemann E. 

J. & R. Ropa Deportiva Femenina de Centro America.
 
Lic. Rudy Gradys
 
Francxs McCall
 

Best Manufacturers. Humberto Teos
 

INTECAP Cniquimula. Arturo Dardora, Bladimiro Moreno 
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7a. Avenida 5-1.0, Zona 4, Nivel 7, Torre I, Centro Financiero 1el6fono 311741 

LISTADO DE MlEMBRUS FUNTEC 

ING. JUAN NIEMANN Calle Mariscat Cruz, I0-69 
Zona 5 3I5454 

SR. EDMUNDO NANNE DIFASA/7a. Av.1-31. Zona 4 310843-4 

ING. MICHAEL ASCOLI Av. Reforma 3-48, Z.9 Ed. 
Anel, Nivel 4, Of. 401 373937 

ING. ALVARO CASTILLO 7a. Av. 5-10, Z.4 Ed. Centro 317692 
Financiero. Torre I Nivel .6 317244 

SR. ALBERTO YARHI EL GRAN EMIR/ 6a. Av. 10-34 
Zona 1 534222 

SR. AMADOR CARBALLIDO FOHENTO INDUSTRIAL 7a. Av. 
5-10, Zona 4. Ed. Centro Fi
nanciero. T.I, Nivel 11 325454 

LIC. FRANCISCO AGUIRRE la. Av. 9-23. Zona 10 :64001 

ING. RAFAEL .VIEJO BANEX Av. Reforma 11-49, 
Zona 10 373863-5 

SR. JULIO MATHEU 5a. Calle 0-69, Zona 5 321163-7 

SR. JULIO HERRERA 5a. Calle 6-51, Zona 9 321211 

SR. JUAN FCO. PORRAS 6a. Calle 6-38. Z.9 Ed. 314666 
Tivoli Plaza Nivel 9 320070 

SR. ARTURO BIANCHI 4a. Calle 19-03, Z.15 
V.H. I 373227 

SR. CARLOS ARIAS M. Calz. Aguilar Batres 31-53 
Z.12 762748 

SR. CARLOS BERGER 6a. Av. 2-53. Z.9 316587 

SR. EDUARDO EVERTSZ ALMAGUATE/Av. Petapa 38-55. 760276 
Z.12 760212 

SR. "EN SMITH lOa. Calle 3-17, Z.10 N.4 *311261-57 

SR. VICTOR BENCHOAM FAB. IRIS. 18 Calle 10-56 511067 
Zona 1 82220 

ING. JORGE SITTENFELD la. Cal]e 6-62, Z.9 313777 



7a. Avenida 5-1Q, Zona 4, Nivel 7, Torre I, Centro Financiero Tel6fono 311741 

FPAina 2 

SRA. RUTH DE HASTEDT 
 6a. Av. 3-71. Z.1o 
 .63613
 

LIC. RODOLFO GORDILLO 
 24 Calle 24-.4, Z.12 Sta. 
 760193
 

Elisa 
 760245/7
 
LIC. ADAM PRAUN 
 7a. Av. 5-10' Z.4 Ed. Cen-
 311229
 

tro Financiero, T.I, 
N.16 311734-01
 
LIC. ALFONSO NOVALES 
 5a. Av. 10-66, Z.1 Of.201 23o013
 

535855
 
SR. RICARDO PAIZ MEDINA 
CYAUTO/Calz. Aguilar Batres 
 760631
 

23-80, Z.11 
 762277
 

SR. MARIO ASTURIAS MOREL Serv.Comer. e Ind., 
12 Calle
 
4-74. Z.9. Ed. Quinta Monti
far, Nivel 5 
 321444-6
 

SR. JULIO RIVERA 
 ACEROS ARQUITECTONICOS 
 481,761-40
 
17 Av. 16-96, Z.11 
 481592
 

SR. JUAN MINI 
 Via 1, No. 1-04, Zona 4 67051-38
 

SR. GABRIEL DENGO 
 21 Calle 5-33, Z.14 
 516029
 

ING. FERNANDO PULLIN 
 FUNTEC/7a. Av. 5-10, Ed.
(Director Ejecutivo) 
 Centro Financiero T.I, 
N.7 311741
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Docments Cbnsulted 
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1982 
Rotary Club asks renovation of TVI Imrich Fischmann, Q.382,512. This request
in slightly altered form keeps popping up every year. 

1983
 
PPR 11/83 INTECAP
 
Project cost was about $14.6 million. Project was considered a success.

Internal management was criticized and a training needs study was recommended.
 

1984
 
A Study of Management Training Neqds and Existing Trahing Resources 
 in
 
Honduras. American Management Associations.
 

1984
 
Vocational Education in Honduras: Industrial, Artisan, and Ccputer Training.

Ned Van Steenwyk, Creative AsE__viates.
 

1985
 
Ch. 7, sector evaluation, statu3 by Gene Lamb. Recmmerded a national
education action plan, to plan training to answer unmet needs, to involve

labor, called for more money, to upgrade math and science classes in

vocational high schools, and improvements to the experimental schools.

the
 

1985
 
Informe Sobre Posibles Areas de Cooperacion Financiera de USAID a INIECAP,
 
Q.530,590. Proposal from DITECAP.
 

1986 
Assessmeit of Technical Training. Barbara Friday and Roger Cowan. 

1987
 
Comite de Reconstruccion Nacional Proyecto de Mejoramiento de los PEM44.
 
Proposal in the amount of Q.52,200,000.
 

1987
 
USIPE. Proyecto de Equipamiento y Construccion de Edificios Para la Formacion
Ocupacional y tecnica en Guatemala. 
Proposal in the amount of Q.7,799,000.
 

1987
 
USIPE. Establecer 425 Escuelas Primarias como "Escuelas Para .E1 Trabajo."
Proposal in the amount of Q.12,000,000. 

1987
 
Issues Paper: Private Sector Strategy. Peter Bittner.
 

1987
 
Memorandum reviewing onstaff views training needs project. M. Bernbaum. 

1987
 
Memorandum with suggestions for training needs project. D. Evans. 

1987 
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A Perspective on Skill Training Needs and Labor Markets in the Guatemalan 
Eoncmy. Jorge Martinez. 

1988
 
Programacion, primer trimestre. INTECAP. 

1988
 
Plan de Trabajo, 1988. INrECAP.
 

1988
 
Informe Final de Investigacion de Necesidades de Capacitacion 
y Asistencia
Tecnica a Nivel Nacional. Il'rECAP. Five volumes. 
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ANNEX D 

SURVEY BACKGROUND: 

Selection of Sample
 
Employers Survey Questionnaire
 

Execution of Sample
 



Sampling Methodology
 

The tampling universe initially consisted of 10,256

companies (all economic activities from all sectors) reported by

the Guatemalan Social Security Institute (IGSS) as contributing
 
to the INTECAP fund through the 1% tax during the month of June,
 
1987. These companies correspond to the universe used by INTECAP
 
in their sample selection. Data on number of employees were
 
added from a separate June, 1987 tape obtained from IGSS; in 107
 
cases no employee data were obtained and these cases discarded.
 
This list was added to by creating a new economic activity, the
 
maauila, or drawback industry. Data on 29 drawback companies
 
were obtained from the Drawback Guild, and company size (e.g.,

number of employees) was approximated by the number of machines
 
operated. Project-defined delimitation of economic Activities to
 
be included in the study reduced this universe to a total of
 
2,296 companies. The list of companies was'then sorted by region

(Region 1/rest of country), economic activity, and company size.
 

Sample dropout due to non-cooperating or closed businesses)
 
was estimated, based upon the experience of the !NTECAP survey,
 
to approximate 35%. In order to provide for a randomly-selected

"reserve" repla ':ment if this dropout rate was exceeded, an
 
additional 8% and 16% were added for Region 1 and the rest of the
 
country, respectively. Thus, in order to assure the final
 
desired sample size of 750, and based upon the distribution by

region observed in the reduced universe, an initial drawing of
 
904 companies in Region 1 and 223 companies in the rest of the
 
country was to be performed. The distribution of these sample

sizes within each region was proportional to the number of
 
companies in each economic activity within each region,

approximated to the nearest whole company. The sampling interval
 
within economic activity was then determined, a random starting

point within each size-ordered list determined, and then a
 
systematic sample drawn from smallest to largest company size
 
within each economic activity and region. Mailing labels were
 
produced to affix to the questionnaire forms to facilitate later
 
processing.
 

A review of the companies from the construction sector
 
indicated that the universe of such companies reflected
 
individual construction works rather than companies undertaking

such works. It was decided, therefore, to eliminate these from
 
the sample and to employ a separate universe and sampling

methodology, described under the section of this report dealing

with the construction sector. This removed 145 companies from
 
the sample of 1,127, leaving 982.
 



Since oversampling had been performed to provide a "reserve"

replacement list, the final first contact sample was derived by

separating out, using a simple random selection, the "reserve"
 
oversampling proportion for each region. 
This provided a
 
separate reserve list to be administered by AED's local
 
representative in providing Aragon & Asociados with replacements
 
as needed.
 

The reserve list was quickly exhausted by Aragon &

Asociados. The methodology then employed for obtaining

replacement companies was aG follows. 
The ID numbers of the

companies dropped were periodically input. A program evaluated

the economic activity and-region to which the company pertained.

A search was then,conducted on the original, size within economic
 
activity within region, file, and an attempt made to select the
 
•"neighboring" company, alternating between the next--smaller and
 
next-larger company, within the same economic activity. 
If the
 next larger company had already been selected, the next smaller
 
ccmpany was chosen, and vice-versa. This method tended to
 
preserve the original randomness of the sample, while assuring

%he most similar replacement company based upon the three
 
criteria of region, economic activity and company size.
 

A total of 226 replacement companies were provided in five
batches to Aragon & Asociados in this manner, although not all of
 
the replacements were used in the survey. 
Thus, excluding

construction, a total of 1,208 cnmpanies were provided to Aragon,

of which 807 questionnaires were completed and returned for data
 
processing. Additionally, Aragon conducted 59 interviews in the

construction sector. 
The report by Aragon & Asociados contains a
 
quantification of interviewing outcomes.
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EMPLOYERS SURVEY QUESTIONNAIRE
 



ENMJESTA DE LA UERZA LABORA_
 

Introduccidn
 

La encuesta de planificacidn de la fuerza laboral 
tione coma prapdsito la
 
determinaci6n de las necesidades de capacitacidn entre las trabajadores de las
 
empresas de los sectores industriales y de construcci6n. Esta encuesta estA
 
sienda auspiciado par el sector privada con el apoyo financiero de la Agencia

para el Desarrolla Internacional -
AID - y ejecudado par Aragon Asocionados.
 

La encuesta se estA realizanda entre una muestra de aproximadamente 1,000
 
empresas seleccionadas al 
azar del universo de contrj&yentes al sistema del
 
IGSS. Las respuestas que proporcionan las erresas son de carActer
 
estrictamente confidencial, y serAn usadas 6nicamente en forma estadistica, y
 
nunca en una forma que permita su identificacidn en forma individual.
 



ENCUESTA DE LA FUERZA LABORAL
 

(1) No. Patronaf . (2) Codigo CIIU:--------------.
 

Nombre de la Empresa:-------------------

Direccion:-Tel:
 

Personas Entrevistadas: Nombre:__ -_---


Cargo :
 

Nombre:__
 

Cargo :
 

(3) Ubicacion: (01) Guatemala (12) San Marcos
 
(02) El Progreso (13) Huehuetenango
 
(03) Sacatepequez (14) El Quiche
 
(04) Chimaltenango (15) Baja Verapaz
 
(05) Escuintla (16) Alta Verapaz
 
(06) Santa Rosa (17) Peten
 
(07) Solola (18) Izabal
 
(08) Totonicapan (19) Zacapa
 
(09) Quetzaltenango (20) Chiquimula
 
(10) Suchitepequez (21) Jalapa
 
(1) Retalhuleu (22) Jutiapa
 

(4) Numera Total de Empleados (5) Tamago: (1) = 5-25 Empl
 
(Incluyendo Vacantes): ......... (2) = 26-99 Empl
 

(3) =100- + Empi 
16) Numero Total de Empleados 


(hare dnz Ann
 

(7) Agos en Operacion: . .
 

(8) De cual asociacion o gremial es usted miembro activo?
 

(Ver lista en la proxima pagina, y marcar el codigo o codigos.)
 

I01 1021031041051061071081091 Nl121131141151161171181191201211e22
 

F Otras: 



ASOCIACtONES Y GREMIALES DE LA CUAL LA EMPRESA ES MIEMBRO ACTIVO
 

(1) Asociacian de Amigos del Pals
 
(2) Asociaci~n de, Azucareros de Guatemala
 
(3) Asociacio'n de Gerentes de Guatemala
 
(4) Asociacin Nacional del Cafe
 
(5) Asociaci6n de Productos de Aceite
 
(6) Asociaci'n de Productores de Cardamomo - APROCAR 

(7) Camara del Agro de Guatemala
 
(8) Camara de Comercio de Guatemala
 
(9) C~mara de Finanzas de Guatemala
 
(10) Ca'mara de Industria de Guatemala
 
(11) C~mara de la Construccin
 
(12) Camara de la Libre Empresa
 
(13) Camara de Turisma de Guatemala
 
(14) C~mara Empresarial de Guatemala
 
(15) Consejo Nacional del Algodcn
 
(16) 	Fundaci6n de Asesoria Finaciera a Institu ciones de Desarollo y
 

Servicia Social - FAFIDESS 
(17) Fundaci6n para el Desarrollo de Guatemala - FUNDESA 
(18) Gremial de Exportadores de Productos No Tradicionales
 
(19) Gremial de Huleros de Guatemala
 
(20) Gremial de Paneleros de Guatemala
 
(21) Gremial de Proveedores de Productos para Agricultura
 
(22) Unicn Nacional Agropecuaria
 
(23) Otras
 



(9) CuAles son las diferentes ocupaciones u puestos permanentes que? |Ry U11 

esta empresa?
 

[Refidrase a los c6digos de hoja adjunta.]
 

(10) 	Cuhl es el numero de plazas permanentes que necesita la empresa

(inc[uyendo vacantes) de cada ocupaci6n, puesto u oficio?
 

(11) 
 CuMl 	es el rdmero actual de vacantes en: 
 (cada ocupacidn)?
 

(Ocupacidn)
 

(12) 	(Entrevistador: Muestre Tarjeta No. 1.) 
 De acuerdo con esta tarjeta,

?CuAl 
 s el nivel minimo de edticacidn (escolaridad) que requiere esta
 
empresa para aspirar al puesto de:____ 
 (de cada ocupacidn)?
 

(Ocupacidn)
 

[Refisrase a Ins cddigos de hoja adjunta.]
 

[Nota: 	 En los casos en que el puesto requiera nivel universitario 
completi, anote y ponga linea a travLs del resto de las columnas en la 
filaz si el puesto no remuiere tambien un nivel de destreza vocacional.] 

(13) 	(Entrevistadar: luestre Tarjeta No. 2.) 
 De acuerdo con esta tarjeta,
?CuAl es el nivel minima de destreza que requiere esta empresa para
aspirar al puesto de: (de cada ocupacidn)?
 

(Ocupacidn)
 

(Refierase a los c6digos 	de hoja adjunta.] 

(14-16) 	 Cu~l o cules personas, instituciones u organizaciones que proveen

capacitacidn han proporcionado entrenamiento 
 a sus empleados en este 
puesto?
 

(Refidrase a los c6digos de hoja adjunta e incluya los siguientes 
cddigos: 'el empleador = 98"; "no sabe o no utiliza ningun 
proveedor = 99."] 

[Nota: Puede tener ms 
de una contesta.]
 

(19-21) (Entrevistador: 
A los que han sido provistos de capacitaci6n segdn
 
pregunta 14-18: 
lxestre 	Tarjeta No. 3. ?ud tipo o tipos de 
capacitaci6n recibieron sus empleados para este puesto?
 

ERefidrase a los c6digos de hoja adjunta.]
 

(22-26) 	Qu6 persona, institucidn a empresa tree used qu deberA proveer
 
capacitacidn a aquellos que son a van a ser 
sus empleados? 

[Refidrase a los cddigos de hoja adjunta e incluya los siguientes
c6digos: "el eepleador = 98"; "no sabe o no utiliarA ningun
 
proveedor = 99."]
 

(27) 	(Entrevistador: Si el entrevistado menciond alguna persona, institucidn
 
o empresa en prengunta 22-26, pregunte: ?Cree used que este o e5tos 
proveedores pueden cumplir con sus necesidades actuales de capacitaci6n?
 
[Anote 	la respuesta utilizando los siguientes cddigos:
 

(1) Si 
 (2) No (3) No sabe o no estA seguro 



NIVE
 
JU CINMRO 
 NUMERO DE
,:O:BRE Y CODIGO) E UE' IPROVEEDOR DE TIPO DEEMPLEADOS VACANTES PREFJZRENC7TAEDUC. DESTR. CAPACITACION CAPACITACION POR EMPRESA 

PLY'D
-OL. (9) COL. (10) COL. (11) C. CUMPi(12) C.(13) COLS(1 4 -18) COLS.(19- 2 1) CLS 2 2-26) COL (2 

,,-_,- _ 



-UPACIOc NIVE,.NUMERO NUMERO DE 
 RE UERI PROVEEDOR DE
t;O:IBRE Y CODIGO) TIPO DE
EMPLEADOS VACANTES PREFEREN PUEDEN
EDUC. 

(9) 

DESTR. CAPACITACION CAPACITACION POR EMPRESA
COL. (10) COL. C.(12) c.(13) CUMPIL.

COLS. (14-18) COLS. (19-21) COLS. (22-26) COL t27
 

---- 4----------



CODI-0] PARA (12-13): NIVEL REaL'ERIDO DE EDUCATICI Y DESTREZA
 

Nivel 	de Education (12)
 

(1) Ninguno, no necesita saber leer a escribir
 
(2) Alfabetizado, pero sin ningdn nivel de educaci6n especifica

(3) Haber ternminado algunas aNos de primaria

(4) Haber terminado sexto grado de primaria
 
(5) Haber terminado el nivel b~sico 
(3 a~io del ciclo bAsico)

(6) Hober terminado el cicla diversificado (Bachiller, Perito Contador,
 

Secretaria, etc.)
 
(7) Haber terminado algunos ciclos universitarios
 
(8) Haber terminado el nivel universitarib
 
(9) Otro, especifique: 
 (Explicar en la Seccidn de
 

COMENTARIOS.)
 

Nivel 	de Destreza (13)
 

(1) Sin destreza a capacitacidn enpecifica

(2) Semi-experto, conacimiento rudimentaria a con alguna capacitacidn a
 

entrenamiento
 
(3) Semi-experto, 
con mAs que un conocimiento rudimentaria, pero no
 

completamente experto y/o con experiencia plena para el puesto

(4) Certificado de entrenamiento vocacional recibido
 
(5) Experto, can pleno conocimiento y experiencia
 

CODIIS PARA 19-21: TIPO DE-CAPACITACION
 

(1) 	Aprendizaje Formal: Capacitacidn patrocinada par el patrono a un

sindicato en la cual 
un empleado aprende un oficia a destreza pr~ctico a
travs de una combinacidn de instruccin en el aula y capacitacidn por

la pr~ctica, supervisado par una persona cuyo nivel de capacitacidn

y experiencia es ampliamente comprobada a certificada. El empleado

asciende en salario y en su categaria de destreza a travs del
cumplimiento de una secuencia de normas de un programa establecido.
 

(2) 	Aprendizaje Informal: Capacitaci6n patrocinada par el patrono a un

sindicato en 
la cual un empleado aprende un oficio a destreza pr~ctico
a travs de uno a mAs agos de capacitacidn por la prActica, supervisado

par una persona cuyo nivel de capacitacidn y experiencia es ampliamente

comprobada a certificada. Esta capacitaci6n podrA incluir a uno a m~s
 
elementas del aprendizaje formal, pero no a todas.
 

(3) 	 Capacitacidn en el Trabaia: 
 El patrono patrocina capacitacidn en el

lugar de su empresa, durante la cual el empleado recibe un salario
 
mientras aprende las destrezas y conocimientas de un oficia en
particular. 
Normalmente la capacitacin estA orientada especificamente

hacia 	las necesidades de la empresa. 
Puede efectuarse a trayss de una
 
instruccin formal 
a informal.
 



(4) 	 Capacitacidn Adicional: 
 Es capacitacidn proporcionade a patrocinada par

el patrono para mejorar a actualizar las destrezas a conocimientos de un
 
empleada can el propdsito de ascenderlo a un puesto superior a adaptarlo
 
a nuevas necesidades de la empresa (par ejemplo, par la adquisicidn de
 
nuevo 	equip, etc.). Puede llevarse a cabo en la empresa y/a en una
 
institucidn de capacitacidn.
 

(5) 	 Capacitacidn Institucional: Capacitaci6n formal de aula, sin el
 
elemento de capacitacidn en servicio, pagado par 
un patrono a no, a
 
trav~s de la cual 
una persona aprende la5 destrezas de una ocupaci6n
 
u oficio en particular.
 

(6) 	 Capacitacidn Institucional can PrActica Orqanizada: 
 La capacitacidn

recibida par un individuo en una ocupacidn u oficia en particular la
 
que combina instruccidn formal de aula y la prActica (capacitacidn en
 
el trabaia) en una a mAs empresas. El individuo recibe un salario
 
nominal.
 

(7) 	 Internado: Incluye capacitacidn en el trabajo coma una parte de un
 
programa institucional organizado. Usualmente, los periodos de
 
capacitacidn no son 
largos y no son pagdos.
 

(8) 	 Otros: 
 Incluye cualquier atro tipo de capacitacidn. Especifique en
 
la seccidn de COMENTARIOS el 
tipa y naturaleza de esta capacitacidn.
 



------- - - ------

(2Ba) Cree usted que su personal necesitarA capacitacidri dentrn de los
 
proximos dos asos?
 

(I) Si (2) No 
 (3) No sabe L-I
 
(28b-f) (Entrevistadar: Si respondid afiroativamente en pregunta No. 2a,
 

pregunte:) ?Para cuAles ocupaciones anticipa usted la necesidad de
 
capacitaci6n en los prdximos dos a~os?
 

[Ref!irase a los cddigas en la hoja adjunta de ocupaciones.]
 

(29a-b) Actualmente invierte a estaria dispuesto a invertir fandos adicionales
 
a los que paga a INTECAP para mejorar a actualizar a su personal?
 
?Para entrenar a aspirantes (futuros empleados) para posiciones dentro
 
de su empresa?
 

(29a) 	Meiorar/actualizar (29b) Capacitar a aspirantes
 

(1) Sit invierto 	 (1) Sig invierto
 

(2) Si, invertirL 	 (2) Si, invertir&
 
(3) No 	 (3) No
 
(4) Indeciso 	 (4) Indeciso
 

(30) 	(Entrevistador: Muestre Tarjeta No. 4.) 
Si una organizacidn de capacitacidn necesitarA recursos adicionales para
el entrenamiento de su personal de esta empresa, ?Coo estaria usted 
dispuesto a contribuir para este prop6sita, segdn el contenido de esta 
tarjeta?
 

(01) Facilitar local. 
 (07) Proveer transporte si fuera
 
(02) Facilitar equipo. necesario para su personal.
 
'03) Materiales y suministros. (08! Paqar el salario completa al
 
(04) Pagar instructores. (09) Otro, especificar:
 
05) Pagar desarrollo curricular.
 
106) Permitir al personal
 

capacitarse en horas de
 
trabajo. (10) Nada.
 

(31a) Tiene la epresa alguna necesidad de capacitacidn que no pueda
 
satisfacefen Guatemala en el momenta actual?
 

(') Si (2) No - [Salte a pregunta 32.] (3) No sabe 

(31b. 	Para cuAl a cuAles ocupaciones necesitan la capacitacin?
 

(32a) 	Ha colaborado usted en alguna oportunidad con institu ciones u
 
or(anie.1ciones proveedoras de cap'citaci6n? 

(% I - Lkic :% 'rerjunt*A po. Ho)!2M~ %Itui ai pri:,;ttntx *t 



(32b) (Entrevistador: Muestre Tarjeta No. 5.) 
?En cudl a cuAles de las
 
actividades que muestra esta tarjeta, ha colaboradn usted a su empresa,
 
con instituciones u organizaciones proveedoras de capacitacidn? [Anote
 
el a los cddigos de estas proveedores segdin lista adjunta.]
 

Actividad 
 Proveedor de Capacitacidn
 

(1) Contratar graduados de 6stas
 
(2) Participar en comites asesores
 

de curriculam
 

(3) Presentacidn en escuelas a centros
 
de capacitaci6n
 

(4) Contratarlas para capacitaci6n a
 
corto plaza.
 

(5) Contratar instuctores para capacita
ci6n en su empresa
 

(6) Proporcionarles (Suministras,
 
equipos, fondos etc.)
 

(7) Otras,
 
Especificar:,
 

(8) Ninguna
 

(33a) Ha contemplado la expansidn a diversificacidn que no ha podido llevar
 
a cabo?
 

(1) Si (2) No - Salte a pre.Vwita 34. (3) No sabe
 

(33b) Par qud no se ha podido?
 

(1) EstA en proceso de estudia
 
(2) Falta de personal capacitado
 
(3) Falta de financiamiento/ capital/ fondos
 
(4) Par regulaciones del estado
 
(5) Par falta de tiempo
 
(6)Otros::
 

(p4) Exporta alga de lo que produce? (I) SI [] 

(2) No - Salte a pregunta 37. 

(35) Qud proporci~n de Ia que produce exporta?
 

(1) Menos de 10 %
 
(2) Entre 10 % y 25 %
 
(3) Entre 25 % y 50 X
 
(4) Entre 50 % y 75 %
 
(5) Entre 75 % y 100 %
 

(36) A qu6 paises? 
 (1) paises centro americano
 

(2) EE.UU.
 
(3) de America del Sur
 
(4) de europa
 
(5) del oriente
 
(6) media oriente
 
(7) Africa
 
(6) otro, L'.pecii , .... .. .. .. .
 



--- -------------

(J7; 	ngradeceriamos comentarios adicionales a sugerencias, para mejorar las
 
oportunidades de capacitacidn en su empresa. 
 (Anatelos en el espacio
 
continuucidn.)
 

CM'JYlMARI OS:
 

-
 -

-


Firma par la Empresa: 

Firma del Entrevistadar: 
FECHA 

Firna dt Supervisor: 
FECI !( 



TARJETAS 1 - 5 PARA MOSTRAR EL PATRONO
 



1
 

NINGUNO, NO NECESITA SABER,
 
LFER 0 ESCRIBIR
 

Al FABETIZADO, PERO SIN NINGUN
 
NIVEL DE EDUCACION ESPECIFICO
 

HABER ESTUDIADO ALGUNOS ANOS
 
DE PRIMARIA
 

HABER TERMINADO SEXTO GRADO
 
DE PRIMARIA
 

HABER TERP-INADO EL NIVEL
 
BASICO (3AMlOS DEL CICLO
 
BASICO)
 

HABER TERMINADO EL CICLO
 
DIVERSIFICADO (BACHILLER,
 
PERITO CONTADOR, SECRETARIA, ETC,)
 

HABER TERMINADO ALGUNOS
 
CICLOS UNIVERSITARIOS
 

H,BER TERMINADO EL
 
N'VEL UNIVERSITARIO
 



SIN DESTREZA 0 CAPACITACION
 
ESPECIFIWA
 

CUN.CONOCIMIENTO RUDIMENTARIO
 
0 ALGUNA.CAPACITACION 0
 
EN TRENAMIENTO BASICO 0
 
EXPERIENCIA
 

SEMI-EXPERTO, CON M. QUE UN
 
CONOCIMIENTO RUDIMENTARIO, Y/O

CON EXPERIENCIA PLENA PARA EL
 
PUESTO
 

CERTIFICADO DE ENTRENAMIENTO
 
VOCACIONAL 0 TECNICO RECIBIDO
 

E'PERTO, CON PLENO CONOCIMIENTO
 
Y EXPERIENCIA
 



APRENDIZAJE FORMAL
 

APRENDIZAJE INFORMAL
 

CAPACITACION EN EL
 
TRABAJO
 

CAPACITACION ADICIONAL
 

CAPACITACION INSTITUCIONAL
 

CAPACITACION iNSTITUCIONAL
 
CON PRACTICA ORGANIZADA
 

INTERNADO
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I. GENERALIDADES SOBRE EL ESTUDIO
 

1.1 OBJETIVO:
 

Obtener informaci6n de empresas Pre-Seleccio
nadas basada en 
la actividad econ6mica que realicen,
 
sobre la situaci6n actual 
 y las necesidades de 
ca
 
pacitaci6n de 
sus empleados en ia Republica de Gua
temala.
 

1.2 SECTORES BAJO ESTUDIO:
 

- INDUSTRIA
 

- '%GRO-INDUSTRIA 

- CONSTRUCCION 
 (VER PUNTO No.7)
 

1.3 CUANTIFICACION DEL UNIVERSO BAJO ESTUDIO 
(N) Y FE-

CHAS DE INICIO Y FINAL:
 

De acuerdo con el 
convenio suscrito entre 
las
 
firmas ARAGON & ASOCIADOS 
(A & A), subcontratista,
 
y la ACADEMIA PARA EL DESARROLLO EDUCATIVO 
 (AED),
 
contratista, se 
establece:
 

a) Fecha de inicio: ; e febrero de 1988.
 
b) Fecha de Final: 31 de marzo de 
1988.
 
c) Universo Bajo
 

Estudio (N) : 
Un m'nimo de 850 entrevistas.
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Se sol ,citaron cambios al 
convenio original
 
por medio l, carta S-127-88 firmada por el Li
Ia 

cenciado A-xg6n y dirigiia a la seftora Sheila Ra
 
baglia (AEF-WASHINGTON) -on fecha 
15 de febrero
 
de 1988. !),chos cambios so concretaron en un 	nue 
vo convenio fir-nado el 2- de febrero de 1988 
 y
 
entre otras, establece:
 

a) 	 Fecha de Final: 9 de abril de 1988.
 
Fecha que en 
la sesion semanal 
en las ofici
 
nas de DATAPRO, celebrada el 
5 de abril de
 
1988, y estando presentes el Doctor Mendez
 
(AID), Bruce Newman (DATAPRO) , Licenciada 
Irgrid Klanderud (AFD) y el 
Seftor Ricardo
 
Lima 
(A&A), se acord5 modificarla para el
 
12 de abril de 1988.
 

(VER MINUTA No.7)
 

b) 	 Universo Bajo Estudio 
(N):
 

Un total de 850 entrevistas.
 

1.4 METODOLOGIA Y PROCEDIMIENTO
 

EL INSTRUMENTO:
 

Fue proporcionado por AlD a travs de su experta 
Doctora Carole Massey, fio revisado y a ustado
 
por Arag6n & Asociados pa1:a el contexto nacional.
 
La Doctora Massey Io readecu6 cuando regresd 
 de
 
A&A.
 

(MODIFICACIONES VER PUNTO No.5)
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EL METODO:
 

El m6todo utilizado fue por medio de la entre
 
vista "Cara a Cara"; con un instrumento a base de
 
preguntas cerradas y abiertas.
 

UNIDAD DE MUESTREO:
 

La fabrica o empresa, para los sectores Indus
 
triales y Agro-Industriales. 
Y para el Sector cons
 
trucci6n: El 
Ingeniero Encargado, El Maestro de 0
 
bras y las empresas Sub-Contratistas o Proveedoras.
 

SELECCION DE LA MUESTRA:
 

Estuvo a cargo de DATAPRO y se realizd en ba
se a los listados proporcionados por el Instituto
 
Guatemalteco de Seguridad Social 
(I.G.S.S.), que
 
contenfan la informaci6n de 
las empresas suscritas
 
a esa instituci6n.
 

CONTACTO CON LA EMPRESA:
 

Se realiz6 bajo dos modalidades:
 

- Cita telef6nica previa
 

- Contacto Directo
 

Se cont6 con 
el apoyo de las Camaras de Comer
 
cio, Industria, Del Agro y Construccion, cuyos di
rectores 
"'ieron contactadDs por Klanderud (AED) y
 
proporcionaron cartas dirigidas a sus afiliados 
so
 
licitando 
su colaboracion 
(VER COPIAS EN APENDICE),
 
las Cemaras facilitaron sobres con membrete y la co
 
rrespondencia fue dist 
 -ufda por medio de mensaje
 
ros contratados por Arag6n & Asociados, debido a la
 
poca confiabilidad del servicio de correos naciona
 
les. 
 Se realizaron aproximadamente 500 entregas.
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Al personal de Campo le 
fueron proporcionadas co
 
pias de las 
cartas otorgaddt por las 
camaras privadas;
 
adem~s utilizaron copias de cartas eleboradas por 
 la
 
misi6n AID - Guatemala y A&A como 
respaldo y presenta
 
ci6n.
 

(VER CONCLUSIONES)
 

(VER APENDICE DE CARTAS).
 

SUJETO IDONEO:
 

Se estpbleci6 el nivel 
o cargo necesario para
 
que la informaci6n fuera dtil. 
 Dentro del instrumen
 
to 
existfan preguntas 'que requerian un nivel de "De
cision Dirigencial o Conocimiento de las Polfticas
 
de la Empresa". 
 Los cargos requeridos fueron:
 

1. 	 Presidente, Gerente General 
o Gerente de Perso
nal, 
Gerente de Planta o Produccidn.
 

2. 	 Propietario (En caso de empresas pequefas).
 

3. 	 Contador General, Gerente Administrativo.
 
(En caso de haber sido delegado por sus supe

riores).
 

ENTRENAMIENTO DEL PERSONAL DE CAPO:
 

El entrenamiento se 
realiz6 en 
tres 	fases:
 

a) 	 Previo a Prueba Piloto:
 

Se di6 
a cuatro entrevistadores 
per 	 la Doctora
 



Massey (AED), la Licenciada Klanderud (AED),
 
Licenciado de Arag6n y el Licenciado Cifuentes
 
(A&A). 
 El Iro. de febrero en las oficinas de
 
Arag6n & Asociados, la Doctora Massey revis6
 
los cambios efectuados por A&A y continuo6 el
 
entrenamiento.
 

b) Inicial:
 

Se di6 a trece entrevistadores por la Licen
ciada Klanderud (AED) y el Licenciado Cifuen
tes A&A en 
las oficinas de Arag6n & Asociados,
 

el dia 10 de febtero de 1988.
 

C) Al personal que se integr6 en el 
transcurso
 

del estudio:
 

Se realiz6 durante las sesiones semanales los
 
viernes 19 y 26 de febjero y 4 y 8 de mazo.
 
Durante estas sesiones se cheque6 el funciona
 
miento del instrumento por medio de las visi
tas efectuadas conjuntamente por la Licencia
da Klanderud de AED y el entrevistador desig
nado de A&A; como resultados de estos chequeos
 
surgieron modificaciones que se adoptaron con
 
la aprobaci6n de la Doctora Massey (VER PUNTO
 

No.5)
 

Este entrenamiento le fue dado a 11 
personas
 
en 
las oficinas de ARAGON & ASOCIADOS por el
 
Licenciado Cifuentes y el. Seflor Ricardo Lima,
 
conforme a la integraci6n de este nuevo perso
 
nal en el estudio.
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El cnLicnamicnto consisti6 en 
la lectura se
 
cuencial de cada una 
de las preguntas hasta
 
su comprension general. 
 Posteriormente se
 
instruy6 sobre t~cnicas de presentacidon y ma
 
nejo pr~ctico del ilistrumento, por media 
 de
 
simulaciones supervisadas. Se clarificd la
 
situaci6n de las 
instituciones involucradas.
 
(VER LISTA DE PERSONAL Y DETALLES EN APENDICE)
 

SUPERVISION, VALIDACION Y 
CODIFICACION:
 

Los supervisores designados por ARAGON & ASO-

CIADOS, inicialmente fueron:
 

El Licenciado Alejandro Cifuentes y la Seiori
 
ta 
Jenniffe Dard6n, de comprobada expreriencia 
en
 
trabajos de campo. 
 En fecha 8 de marzb, el Seftor
 
RicazA- Lima sustituy6 al Licenciado Alejandro Ci
fuentts, con 
la aprobaci6n de la Licenciada Klande
 
rud. 
El Seftor Lima fue propuesto por el Licenciado
 
Arag6n, como medida de refuerzo al personal en el
 
Estudio, por ser 
una persona de entera 
confianza
 
y capacidad tecnica para 
esa responsabilidad. 
 A
 
la Seforita Dard6n, 
se le asignaron otras funcio
nes, de control 
interno, no directamente relaciona
 

da con el Estudio.
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LA SUPERVISION CONSISTIO EN:
 

a) 	 Entrenamiento del Personal de Campo, seguln el pro

cedimiento descrito en la Pag. 4.
 

b) 	 Revisi6n del 100% de las entrevistas efectivas, es
 

decir, :evisi6n de todas laF preguntas del cuestio
 

nario, para detectar errores o inconsistencias.
 

c) 	 Revisi6n una vez por semana con todo el personal
 

de campo, con el fin de conocer el proceso general,
 

dificultades surgidas, asf como su soluci6n.
 

d) 	 Recolecci6n de entrevistas 2 veces por semana y Re
 

yortes de Trabajo, fuente principal de informaci6n
 

para nuevas asignaciones y constataci6n de empresas
 

caldas.
 

e) 	 Discusi6n de casos, directrices y Lineamientos, pa

ra clarificar cambios en el instrumento y forma de
 

enfrentar dificultades especifticas. Adem's de char
 

las motivacionales.
 

VALIDACION DE ENTREVISTAS:
 

Fue realizada constantemente por el Seftor Rigober

to Hernandez el Seflor Ricardo Lima (A&A), en por 1o menos
 

un 20% de las entrevistas, se utiliz6 la via telef6nica
 

y en casos que ameritaron la visita personal. (Casos de
 

falta 	de sello de la empresa o no tener telefono).
 

La validaci6n es un procedimiento que permite feha
 

cientemente, corroborar la informaci6n plasmada en el
 

cuestionario; consiste en constatar primordialmente al
 
sujeto id6neo entrevistado, su cargo y repreguntarle
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alternativamente el 
cuestlonario para determinar la con
sistencia del mismo. 
 En este Estudio, se 
hizo mas enfa
sis en 
las preguntas que determinaban el "Ntimero de Em
pleados", los "Puesto5 Distributivos", las "Instituciones 
Proveedoras de Capacitacio'n", 
las "Necesidades Reporta


das" Y; "Nombres Comerciales y/o Legales de las Empresas".
 
(VER CONCLUSIONES DEL SUPERVISOR).
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Se requiri6 el sello de 
la empresa entrevistada
 
para su constataci6n y efectividad de la visita.
 
(VER CONCLUSIONES DEL SUPERVISOR)
 

CODIFICACION DE PUESTOS:
 

Este proceso fu-
 asignado segun contrato inicial
 
a ARAGON & ASOCIADOS. 
 Se nombraron como 
responsables
 
al 
Senor Rigoberto Hernindez y la Seitorita Doris Sara
 
via. El procedimiento fue el 
siguiente:
 

a) 
 Se decidio en ses'i6n del 
10 de febrero de 1988,
 
(VER MINUTA No.1) 
se ccnt6 con 
la presencia de
 
el Doctor M4ndez de 
(AID), el Seflor Bruce Newman
 
(DATAPRO), la Licenciada Klanderud (AED), y el
 
Licenciado Alberto de Prag6n (A&A). 
 Utilizar la
 
lista de ocupaciones de INTECAP con algunas 
co
rrecciones basicas, al 
determinarse que la lista
 
utilizada en 
los Estados Unidos no era aplicable
 
y la de O.I.T. no contaba con codificact6n.
 

b) Los cuestionarios una vez 
revisados y validados
 
eran entregados 
x los encargados de Codificaci6n,
 
quienes procedlan 
a poner las etiquetas (en 
los
 
casos de existir), re-escribir el c6digo patronal
 
y el de Actividad Econcrmica 
(CIIU) y cotejaban
 
y escrib'an los c6digos de 
,os puestos en su ca
silla respectiva.
 

Ii 
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c) Concluldo este proceso se procedi6 al envfo de
 
los cuestionarios a las oficinas de DATAPRO.
 

RENDIMIENTO SEMANAL:
 

Ira. SEMANA
 

(15 - 20 FEBRERO) 159 ENTREVISTAS EFECTIVAS
 

2da. SEMANA
 

(22 - 26 FEBRERO) 153 ENTREVISTAS EFECTIVAS
 

3ra. SEMANA
 

(29 FEB. - 5 MAR.) 109 ENTREVISTAS EFECTIVAS
 

4ta. SEMANA
 

(7 - 11 MARZO) 144 ENTREVISTAS EFECTIVAS
 

5ta.- SEMANA
 

(14 - 19 MA.RZO) 108 ENTREVISTAS EFECTIVAS
 

6ta. SEMANA
 

(21 - 26 MARZO) 148 ENTREVISTAS EFECTIVAS
 

7a. SEMANA
 

(4 - 9 ABRIL) 54 ENTREVISTAS EFECTIVAS
 

LAS FECHAS Y CANTIDADES ENTREGADAS DE CUESTIONARIOS
 

A AED:
 

25 DE FEBRERO: 83 REGION I 

8 DE MARZO: 140 REGION I 

14 DE MARZO: 136 REGION I 

16 DE MARZO: 46 REGION I Y 73 INTERIOR 

21 DE MARZO: 101 REGION I Y 34 INTERIOR 
24 DE MARZO: 49 REGION I Y 2 INTERIOR 

29 DE MARZO: 81 REGION I Y 7 INTERIOR 

5 DE ABRIL: 49 REGION I 

11 DE ABRIL: 17 REGION I 56 CObNST. 

T 0 T A L E S 702 REGION I 116 INTERIOR 56 CONST. 

De estos totales se anularon 8 de las filiales 
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que conforman La Camara Del Agro y 2 anulada en Pro

ceso de validaci6n. El total entrega
 
do es 864 entrevistas efectivas.
 

Las entrevistas del Sector Construccion fueron
 

devueltas por la Licenciada Klanderud, para mecano

grafiar los comentarios incjudos en los mismos y se
 

le retornaron en fecha 21 de abril de 1988.
 

RENDIMIENTO SEMANAL POR ENTREVISTADOR
 

Se computaron siete semanas en trabajo de 
cam
po, habiendose logrado los siguientes indices en el
 

promedio diario por entrevistador:
 

IMERA SEMANA: 2.44 ENTREVISTAS DIARIAS
 

SEGUNDA SEMANA: 2.52 ENTREVISTAS DIARIAS
 

TERCERA SEMANA: 1.0 ENTREVISTAS DIARIAS
 

CUARTA SEMANA : 2.5 ENTREVISTAS DIARIAS
 

QUINTA SEMANA : 2.36 ENTREVISTAS DIARIAS
 

SEXTA SEMANA : 2.78 ENTREVISTAS DIARIAS
 

SEPTIMA SEMANA: 2.35 ENTREVISTAS DIARIAS
 

PROMEDIO DEL
 

ESTUDIO: 2.39 ENTREVISTAS DIARIAS
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2. PRUEBA PILOTO:
 

En fecha 29 de febrero de 1988, reci
bieron entrenamiento 4 entrevistadores de ARA-

GON & ASOCIADOS, dado por la Doctora Massey 
y
 
la Licenciada Klanderud 
(AED) y el Licenciado
 
Alberto de Arag6n y o1 
Licenciado Alejandro Ci
 
fuentcs 
(A&A); (VER f.PENDICE DE PERSONAL PART!
 

CIPANTE. 

La prueba consisti6 en verificar la adecua
 
ci6n del cuestionario en 
empresas seleccionadas
 
y los resultadfs fueron:
 

5 Entrevistas realizadas, donde por pro

blemas se 
debi6 re-adecuar el instrumento.
 

1 Entrevista r-.lizada, a la
devuelta 


Doctora Massey, y con el 
instrumento re
adecuado, dos entrevistas mas.
 

La prueba se efectud del 3 al ' 
de febrero.
 

3. SELECCION Y REEMPLAZO DE EMPRESAS:
 

La selecci6n de empresas fue realizado por DATA
 
PRO, de un Universo de empresas contribuyentes al 
Ins
 
tituto Guatemalteco de Seguridad Social 
(I,G.S.S.) y

consisti6 en una 
selecci6n selectiva de acuerdo a la
 
actividad econ6mica de las mismas para la conveniente
 
representatividad de dicha actividad en 
el Estudio.
 



EL listado inicial de empresas pre-selecciona
das 
fue entregado a Arag6n & Asociados en 
fecha 15
-de febrero de 
1988 y contaba con 720 nombres en 
 la
 
Regi6n I y 151 
en el interior.
 

El proceso de reemplazo de empresas, 
se reali
zo con 
el prop6sito de obtener nuevas pre-seleccio
nadas con 
la misma metodologqa, para cubrir el 
por
centaje de 
las que 
no pudieron realizarse por diver
 
sas razones. 
 (VER LISTADO EN APENDICE CON DESCRIP-

CION,RAZONES Y TOTALES). 
 Se proporcionaron 
en 5 lis
 
tados, 
un total de 274 empresas.
 

El listado de empresas del interior de 
la repl'
blica, fue proporcionado con un total de 151 
nombres;

de las cuales fueron efectivas 
un total de 116. 
 (VER

LISTADOS EN APENDICE, PARA DISTRIBUCION Y DETALLES).
 

En el trabajo para el 
interior se 
visito'unica
mente cabeceras y donde exist-a 
 carretera; 
 con la
autorizaci6n de la mision AID de Guatemala,se autori
 
zo a realizar una 
s6la visita a las empresas selec
cionadas 
en el interior y se acept6 como bueno, 
el

resultado aqe se 
lograra. 
 Esto por razones de cos
tos, tiempo y distancia. 
Se visitaron en total 13
departamentos, 4 ciudades importantes (no cabeceras)
 
y dos departamentos comprendidos dentro de la Regi6n

I, que son Chimaltenango y Sacatepequez.
 
TOTAL: 
 15 departamentos.
 

4. TRABAJO DE CAMPO:
 

Esta funci6n es 
la recopilacidn de la 
 nformaci6n, conducida por los entrevistadores, 
en el tra
bajo de campo. 
 El proceso de supervision puede a
preciarse en las paginas 6 y 7.
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a) 	 La asignaci6n de las empresas se realiz6 en
 

primera instancia, por la mayor facilidad
 
de contacto con la persona a entrevistar,
 

ya que el entrevistador conoc'a a dicha per
 
sona o empresa. En segunda instancia, por
 
zonas y sectores geograficospara optimizar
 

recursos de transporte y tiempo. Los 
reem
plazos se asignaron de acuerdo al rendinien
 

to y efectividad evidenciado en las entre
gas de cuestionarios y reportes semanales
 

de trabajo.
 

El interior de la Repilblica fue asignado a
 

un equipo conformado por cinco entrevista

dores de entera confianza y larga experien
cia en Arag6n & Asociados; se les proporcio
n6 medio de transporte y todas las facilida

des.
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c) El personal participante puede apreciarse en el
 
ap4ndice (REPORTE DE PERSONAL INVOLUCRADO). 
 To
 
tal de entrevistadores: 
24, Promedio semanal:
 
13, No continuaron con el Estudio:9. La experien
 
cia de nuestra empresa en este estudio indic6,
 
que por el grado de dificultad y por el nivel de
 
los entrevistadores, su participacion durante el
 
mismo no es muy prolor.-ado 
(3 semanas promedio);
 
1o cual debe tomarse en 
cuenta anticipadamente
 

para sostener un promedio semanal constante. El
 
comportamiento del personal fijo de A&A no es 
de
 
esta forma. 
En todo caso, esto es considerado 
"Normal" en nuestro medio. 

5. INSTRUMENTO Y CAMBIOS EFECTUADOS:
 

El 
instrumento fue proporcionado y disefiado por
 
la Doctora Carole Massey y sufri6 algunos cambios,
 
consultados y aprobados por ella.
 
(VER MINUTA No.3, 
PARA MAS DETALLES).
 

- PREG. No.4:
 

El nulmero de empleados no fue obligatorio
 
que coincidiera exactamente con ei total
 
de Preg. No. 10; 
s6lo en casos que la di
ferencia fuese significativa, se procede
rfa a su validaci6n.
 



PREG.Nos.14-18:
 

El c6digo para identificar INTECAP, fue'
 
LnvariablemenLC 
(Sin importar la locali

zaci6n) aceptado con el c6digo No.10.
 

PREG.N.-.19-21:
 

El tipo ie capacitaci6n podia tener varios
 

cw digns como r-ospuesta.
 

La lista de C,5maras y Gremiales no estaba
 
completa. Se convino en anotar las no
 
existentes en 
la lista bajo el c6digo No.23.
 
cuando la compafifa no pertenezca a ninguna,
 
DATAPRO la codificard como 00.
 

-'RlG.Nos.22-26:
 

So dividi6 en dos partes ya que la Preg.No.
 
27 era 6til para una unica respuestas cuan
do en Preg. No.22 - 26 podfan anotarse di
versos proveedores de capacitaci6n. Con es
 
to se particulariz6 y se evitd la respuesta
 
generalizada y muchas veces incoihsistente.
 
En -aso que no se pudiera definir el provee
 
dor de capacitaci6n, se anotarfa C6digo No.
 
99.
 

PREG.Nos.30 y 32b.:
 
La tarjeta No.4 fue cambiada de su disefto
 
circular a uno en 
columnas, debido a 
la
 
dificultad reportada en su 
lectura.
 

Para el nivel de educaci6n, la persona pen
 
diente de ex6nienes de graduaci6n, serla co
 
dLficado como '.jado universitario y quienes
 
tengan un 
grado tecnico (3 aflos de estudios),
 
su codificaran como con algunos ciclos univer
 
sitarios.
 

http:PREG.Nos.30
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La Doctora Massey inform6 que para este estu
dio no 
 iban a tener ningin interes los pues
tos Administrativos o Gerenciales. 
La Docto
ra consider6 que el 
tener un grado universita
 
rio, identificarfa y separarla los mandos al
tos. 
 Sin embargo, en Guatemala, los puestos
 
administrativos y gerenciales no 
requieren ne
 
cesariamente educaci61t universitaria. Por e
jemplo, un entrevistado es a su vez, dueto,
 
presidente y su educaci6n es de tercero prevo
 
cacional. Los entrevistadoreshabr'an de 
ano
tar unicamente los nombres de dichos puestos,
 
cuantas personas los ocupaban y cuantas vacan
 
tes existian.
 

PREG. No.22 
- 26 y 27:
 

Los eatrevistadores debieron prr~untar a 
la
 
persona entrevistada por la preferencia sobre
 
alguna instituci6n proveedora de capacitaci6n
 
para cada uno de los puestos descritos, y tam
bien si dicha instituci6n es capaz de cumplir
 
con sus requerimientos a la fecha. 
 La columna
 
22-26 fue dividida para poder aceptar 
mbas
 
respuestas.
 

PREG. No.32b:
 

Se anotara el No.7 correspondiente a "Otras
 
formas en que la Compa~fa ha colaborado con
 
Instituciones proveedoras de capacitaci6n".
 
El Sefior Newman sugiri6 establecer una opci6n
 
que incluya de alguna forma la cooveraci6n bi
 
lateral.
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6. RESULTADOS DEL TRABAJO DE CAMPO
 

6.1 	 Efectivas (Regi6n I): 702 
6.2 	 Caidas (Region I): 237 

No utilizadas: 	 11
 

6.3 	 Efectivas (Interior): 116
 

6.4 Ca'das (Interior): 35
 

(VER CODIGOS Y RAZONES EN APENDICE)
 

7. SECTOR CONSTRUCCION:
 

Este sector se documnta como un punto particu

lar ya que su estudio no puede identificarse con las
 
:aracterlsticas de los otros bajo estudio.
 

Fueron: (VER METODOLOGIA PROPUESTA POR LA
 

LIC. KLANDERUD MARZO 17, APROBADO
 

POR LA MISION, MARZO 18, EN MINUTA
 

No.6)
 

7.1 	 Empresas Bajo Estudio: 8
 

- Ingenieros : 6
 

- Maestros de Obra : 8
 

- Sub-Contratistas : 42
 

(VER DETALLES, COMPARIAS, NOMBRES, ETC. EN APENDICE)
 
12 Sub-Contratistas no dieron informaci6n.
 

7.2 	 La forma como iueron entregadas las empresas o
 

personas a visitar, fue de acuerdo a las entre
 
vistas realizadas por la Licenciada Klanderud de AED a
 

los Presidentes o Gerentes de las 8 Compaftias
 

seleccionadas para la muestra del sector cons
trucci6n. Los personeros de las Caipafilas proporcionaron los
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Nambres y formas de contactar a los ingenieros encarga

dos de ese proyecto, el do los maestros de obra y el de
 

las Ccpahlas Sub-Contratistas o proveedoras. A 
demos entregaron notas de presentaci6n o auto

rizaci6n para facilitar la obtencion de la in

formacion directament e en las obras. La prme
 

ra entrega se efectu6 con fecha 24 de marzo de
 

1983.
 
Debido a las caractersticas particulares que pre
 
sent6 cste sector, so hizo necesario la re-adecua
 
ci6n Ii instrumnt, para la conveniente capta
ci6n de la informaci6n. 
Las re-adecuaciones fue
ron las siguientes:
 

a) 	 Para los Ingenieros encargados no se hizo ne
 
cesario la utilizaci6n de la Preg. No.8 y el
 
ndmero de empleados anotados fueron unicamen
 
te los c-,e estaban a su cargo.
 

b) 
 Para los Maestros de Obra no se utilizaron
 

las Preguntas No.8,29a-b, 30, 31a., 31b., 32a.,
 
32b., 33a., 33b., 
34, 35, y 36. Se juzgd que
 
la informaci6n mas interesante estaba plasma
da en 
la pregunta 37, de comentarios.
 

c) 	 Para el caso de 
las Compafas Sub-Contratistas
 

se 
autoriz6 a realizar la entrevista orientan
dola especfficamente a la obra en la que parti
 
cipo; en 
caso de dificultarse el requerimiento
 
anterior, se solicitd 
la informacion correspon
 
diente a toda la Compaflfa.
 

j2 
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8. CONCLUSION::; DEL SUPERVISOR:
 

8.1 Las cartas proporcionadas por las Cmaras de
 
Industria, Comercio, Agro y Construccien, ade
 
mrs de Las firmadas por AID y A&A, fueron 
de
 
especial importancia para respaldar la serie
dad del estudio, ya que en Guatemala, general
 
mente el empresario 
no estS anuente a proporcio
 
nar este tipo de informacidn si 
no va debida-.
 
mente avalada por 
entidades que. garanticen su
 
utilizacion para los prop6sitos establecidos.
 
El resultado de la ntilizaci6n de dichas car
tas se concret6 en 1,x realizacidn con menores
 
dificultades y en mas corto tiempo, de las en

trevistas; los contactos directos fueron altamen
 

te efectivoE
 

8.2 El 
requisito de proporcionar el sello de 
 la
 
empresa fue muy importante para la garantfa
 
fehaciente de 
la visita, las compaias en ge
neral Io proporcionaron sin dificultad, salvo
 
muy pocos casos tipificados como:
 

a) No autorizados a ponerlo.
 
b) NO desear compromisos.
 
C) 
 No poseer sello o no tenerlo a.disposi

ci.6n.
 

En estos casos se solicitd la razdn manuscri
ta del entrevi.stado )tsu firma; en todos los
 
casos se 
procedi6 a validar la informacidn.
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8.3 Las personas contactadas para validaci6n de
 
cuestionarios, cclabo-aron con amabilidad para
 
el prop6sito. 
La detecci6n de inconsistencias
 
fue ml'iima, aproximadamente 20 
casos que repre
 
sentan el 2.3% 
del porciento total de entrevis
 
tas iuyrddds y la currucci6n de errores 
tambi~n.
 
Durante todo el estudio unicamente fueron anu
ladas por Arag6n & Asociados, dos encuestas;
 
detectadas una 
con sesgos en la informaci6n, y
 
la otra por no 
tener sello y ser muy dif'cil
 
su obtenci6n. La utilizaci6n de corrector 
 en
 
los cuestionarios es 
un procedimiento comun,
 
verificado por el 
supervisor para:
 

a) Validaci6n (Correcciones)
 

b) Presentacidn.
 
c) Correcci6n de informaci6n vertida en la mis

ma entrevista.
 

En los casos menos 
presentables, se 
rehizo la
 
hoja por el supervisor.
 

8.4 El 
concepto general obtenido durante el 
estudio,
 
a manera de opini6n personal, es la importancia y ne
 
cesidad de este tipo de investigaciones, demos
tradas por un 
gran namero de compa~fas entrevis
 
tadas, adem~s indican lo imprescindible de lle
var a cabo acciones correctivas y practicas.
 

El inter4s manifestado por las ccmpafloas entrevistadas 
fue grande y se evidencla por: interes en
su 
 cono
cer el 
resultado de este estudio, solicitando
 
su publicaci6n o enviD; de 
la misma forma paten
 
tizaron su disposici6n a cooperar en 1o que sean
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requeridos. 
 Como una muestra y satisfacci6n
 
para nuestra firma, hemos recibido liamadas
 
telef6nicas y visitas personales de Ejecuti
vos representantes de Empresas 
tanto de la
 
capital como del 
interior, positivamente im
presionados por las caracterlsticas y la for
 
ma en que se condujo el estudio.
 



APENDICE DE CARTAS
 



~i~arac~n &aioc 
Investigad6n de Mercado yAsesoria Empresarial 

S-127-88
 
Guatemala, 15 de febrero de 1988
 

Ms. Sheila Rabaglia

ACADEMY FOR EDUCATIONAL DEVELOPMENT
 
1255, 23rd. Street, N.W.
 
Washington, DC 20037
 
U.S.A.
 

RE: 
 CONMTRACT NO. LAC-0000-C-00-6074-OC
 
CAEFTS PROJECT, T.S.O. NO. 36
PROJECTNO. 122636
 

Dear Ms. Rabaglia:
 

Thank you very much for your letter dated febr"'ary 10,

1988, and the sub contract regardinq reference matter.
 

First of all, 
I am very honored to have been'Welected';j
once more, to conduct a job 
 in cooperation with The
Academy. 
I take this as 
an indicator of your satisfaction
derived from the previous study conducted In Honduxas.
 

Again, we are 
facing some difficulties to getthe
project going and with some details of the contract that
I would like to make clear for the records.
 

In order to make it easier, I will proceed iithe
same order of the agreement.
 

.... /2/ 

7a. Ave. Plaza 6.26, Zona 9 Ofldna 1008. Teldfono: 31402, Guatemala, . A. 



.... 	 /.2/ 

B. 	 SCOPE OF WORK
 
1. 	 Due to local circunstances, we could only complete 8
interviews for the pilot test.
-appointments for the week after.

Most companies granted
This effort was achieved
by 5, trained interviewers.
 

2. 
 The post office service in Guatemala is not reliable.'
That 	is why we 
have 	been forced to make 1000 -8liverie5
by messenger wnich created P 
serious increased in our
cost 	and time estimates.
 

Also, during a meeting with representatives of all
parts involved in the study, we agreed not t#jnnt 
'
 

the INTECAP project unless '.*

this is called to 06r attention


by the participantes.
 

ARTICLE IV 
-
AGREEMENT PERIOD AND DELIVERIES
 

As of today, we have not been able to commence interviewing.
We will hopely be in the field tomorrow because of reasons'.
beyond our control.
 

The origihal estimate of 4 completed contacts"'per dai,7
interviewer, based on a preliminary instrument that couldnot

:per
 

be properly analized, does not seem realistic now,' 
We are
estimating an optimistic 2.5 completed interviews per interviewer,
per day, but can not guarantee this until the first interviewing
week 	is completed.
 

During the previously mentioned meeting, we agreed to.'wait
until the first week of interviewing was completed'in order,:to
produce a realistic time estimate.
 

Therefore, we can not accept the dead line stated in-your
contract of March 31.
 

Also, during our first meeting with Mr. Morris Allen',ind
Dr. Chuck Green, we quoted US $. 12.00 per interview based on n
1000, assuming a natural mortality of 15%. 
 Mr. Allen's interpreta
tion 	was that we quoted US $. 12.00 per 850 interviews, although
I was told that'I would not be forced to mantain my first-estimate
What 	followed was a fixed contract by US $. 10,000.00.
 

The original estimate, was 

90% 	

that n was going to be distributed
in the capital a 10% 
 in other nearby cities.
 

.... 	 /3/ 

orgdn &aoo 

http:10,000.00


.... /3/ 
The listings.of the selected companies (That does not
include the names of the directors which makes our effective
ness more dCffculL) shows 80%
remaing 20% 

in the capital city and the.
in cities not as 
close
expected. to the capital as origihaly
This, of course, is also different than originaly
discussed, and a serious effect in the out of pocket expenses.
 
We were ready to complaint about all the above and to
decline zhe invit-tion for the conduction of the F.W.
were asked for c But
cooperation and understanding for the
benefit of the 
s -dy. 
 As you know, we have proven our disposi
tion to cooperate with similar situations in the past.
 
Nevertheless, it is worthwhile to mention thz), 
 witiV-Mhese
changes, our contribution to the project will be not less' than


$. 3,000.oo.
 

of 
For all the above, the sample should be changed to a total
n 850, but not a "Minimun of 850 interviews". Furthermore,
as 
soon as we reach 850, 
we will stop interviewing.
 

A. FIXED PRICE
 

Although we believe it to be just, we also unrderstan&f.hat
changing a fixed price contract is difficult, for we mighty
have to live with this. However we will be somehow more confort
able if we did not, in addition to a cash contribution, need to
finance the project.
 

Therefore, we are making two requests regarding the,a-yment
schedule:
 

A.l 
 While this contract is revised, please make the first
deposit in my Miami account of US $. 3,000.001 By thbb
time, the training, pilot test and some inte"Iewing"Vill

be already satisfied. X
 

A.2 
 Second paymL.nt sould be done upon completion 'f 425
interviews 
(Not 500), 
and Academy for Educational Develop
ment AED acceptance of the same.
 

/41 

ardgbn&soo & 

http:paymL.nt
http:3,000.oo
http:listings.of
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I am confidcn that you willdetails. While yii do iL, 
solve the above mentionedbe s'ire
going as fast that the study will beas mit: capaitlitLi,-;

pecularities, will 
and the local market

allow.
 

It is indeed 
i pleasure working for you again.
 

Sincerely yours,
 

Lic. Al 
 de Arag6n
 

Pr1e- ent
 
AA/sgb
 

C.C. Ms. Liliana Ayalde

Mr. Gilberto M5ndez 

AID
 
AID


Dr. Chuck Green 
 AID

Ms. Beverly Jones AED
Mr. Morri.s. Allen 
 AED
Ms. Ingrid Klanderud AED
 
File
 

~rgn& aloc 



R.TA G. 0-21 ZONA 4AP. POSTAL 214-TLES. 317060 Y 317389-CALCS. CAMINGUA 

TELEX, 5408 CAMINO OU 

PRESCIDE N CIA 

Guatemala, 9 do febraro do 1966
 

Estimado Asociado:
 

Como es do su conocimiernto muchas do las necesidadesdo capacitacidn 
 do la fuerza laboral 
do let empresas delsector productivo, 
no son satisfechas por las 
institucione%
quo han sido creadas para 
 ase sin, la cual 
 representa
problema unserio para las empresas al 
tenor quo obtonor estos
searvicios 
 de otras fuentes o bien laborando con personal quo
no est-d capacitado adecuadamente.
 

La ompresa 
 Aragn y Asociados ha sido 
soloccionada
par la Agencia Inturnacional para al Desarrollo (AID)
11ovar a cabo para
una encuesta 
 sabre :as 
nocesidades
capacitaci6n do
 y hasta 
 quo punto 6stas no son satisfechas
actualmente. 
 El objetivo del 
 estudio 
 as ovaluar
factibilidad 
 de un proyecto 
Ia
 

de ayuda 
en el Area

capacitaci6n por parte do la AID. 

do
 

Par contar 
 esta encuesta con 
la confianza
C~mara de Industra, le do laestamos solicitando su colaboraci6npara quo ationda 
a los antrevistadoron 
y proporcione

informaci6n quo le 

la
 
sea requerida.
 

Agradeciondo 
 do Antemano su colaboraci6n,
 
aprovechamos la oportunidad para saludarle.
 

Atentamente,
 

CAMARA DE INDUSTRIA DE GUATEMALA
 

Pro idento 

JLB/amv
 
Ref.: 161-88
 



CAMARA DE COMERCIO DE GUATEMALA 

188/68
 

Guatemala, 5 do febrero do 1988
 

Estimado Asociado:
 

Por este medio, me es grato comunicar a ustedes qua

la 
firma ARAGON Y ASOCIADOS, con la asistencia do La Agencia Internacto
nal para el Desarrollo ( A I D ), desarrollari Lasuna oncuesta sobre 

Necesidades do Capacitaci6n Ticnica 
y Vocacional do Ia Fuente Laboral
 
que presca &us servicios a 
Sector Privado do Guatemala. Asimismo, qua
41 'ector Productivo Organizado, despugs do analizar esa Encuesta, esti
me qua la misma ser de Leneficio para nuestro pate.
 

En vista do llo, rogamos a usted prestar au valiosa colaboraci6n 
para Is realizaci6n del ustudio j que so ha hecho referencia. 

Do usted, con toda consideraci6n, atento servidor, 

CAMARA D COHERCIO DE GUATEMALA 

Lic. Jon.s Visquez A2 ' G 

GERENTE %e'. ' / 

10a. CALLE 3"80, ZONA 1"TELEFONOS 82681 AL 85 -TELEX 5478 CAMCOM GU GUATEMALA, C.A. 



AGENCY FOR INTERNATIONAL DEVELOPMENT 
UPeol6.0 STATCS A.USAID GUArEMALA	 1. 0. MISSION TO GUATEMALA 

u . ,ID/GUAIEMALA o, c/o American job 
A,1) MIAMI 304O elCIfy, O . C.A. 

3 de marzo de 1988
 

Seflores
 

ATTN: 	 Gerencia General
 
Gerencia de Personal
 

La Agencia para el Desarrollo 
Internacional (AID) es una 
entidad dedicada a apoyar programas de desarrollo en paises Como
Guatemala.
 

Con el objeto 
de evaluar la factibilidad de un
ayuda en 	 proyecto de
el area'de capacitaci6n, se 
estA conduciendo un 
estudio (15 de febrero al 
31 de marzo), 
sobre las necesidades de
capacitaci6n t4cnica 
o vocacional 
de 
la fuerza laboral
presta 	sus que
servicios en empresas del Sector Privado de Guate
mala.
 

La empresa 
ARAGON & ASOCIADOS ha sido seleccionada por AID
para llevar 
a cabo la encuesta sobre las necesidades de capacitaci6n que existen en Guatemala.
 

Por tal raz6n, rogamos su 
ayuda y cooperacion a la realizaci6n
del estudio a]. que se ha 
hecho 
referencia, proporcionando !a
informaci6n que le 
sea 
requerida por parte de los funcionarios
de ARAGON & ASOCIADOS. 
 Los empresarios seran
participes del beneficio que se logre obtener. 
los principales
 

Atentamente,
 

Gtile rto Mendex
 
Oficina de Desarrollo de
 
Recursos Humanos
 



fCQfmnR DEL qGQO DE GUnTfmRL4 

LIC CESAR BUSTAMANTE AflAUZ
 
GCRCNTC GL.I',
 

uu wiw je*;I Febrero de 1988. 

Entidades que interif la
 
CA;.IARA DEL AGRO.
 

Respetable Asociado:
 

La Junta Directiva de esta CAmara en su sesi6n celebrada el
dfa de ayer conoci6 la Encuesta que realizard la Empresa Arag6n
y Asoc., considerando que la misma podrg dar resultados favorables al 
 sector privado, por lo que no encuentra ninguna objeci6n para que si 
usted lo tiene a bien responda a las preguntas
que las personas encargadas de dicha Encuesta le planteardn.
 

Sin mAs que agradecer su atenci6n a la presente, aprovechamos la ocasi6n para reiterarle las muestras de nuestra conside
 
raci6n.
 

CAARA DEL AGRO DE GUATEMALA
 

.....
out
 

CBA/evag ': . .
T' 

26/88.
 



~ag&n &m~c 
Investgad6n de Mercado y Asesol.- Empresarial 

S-075-88 

Guatemala, 11 de Febrero de 1988.
 

Seflores
 

ATTN: 
 Gerencia General 2 Gerencia de Personal
 

Nuestra 
 firma ha sido contratada por
Educational la entidad Academy For
Development de Washington,

fondos y asistencia 

D.C., la cual, con
de "La Agencia Para El
Internacional" Desarollo
(AID), 
 estA conduciendo un 
estudio sobre las
necesidades de capacitaci6n tdcnica o vocacional de la fuerza
laboral que 
 presta 
 sus servicios 
en empresas 
del sector
privado de Guatemala.
 

Para 
 obtener la informaci6n requerida para este estudic,
ha seleccionado un grupo de empresas, 
se
 

entre las
incluye cuales
la que usted repre3enta, so
 
considerados capaces en sus respectivos 

cuyos directores son
 
ramos.
 

En breve 

quidn 

seran visitados por alguno de nuestros funcionarios,
platicarA brevemente con ustedes sobre el t6pico intes
sefialado.
 

En nombre de "La Agencia Para El 
 Desarrollo 
 Inteznaconal"
(AID), "Academy 
nuestro 

For Educational Development" (AED) y 61le damos gracias anticipadas
cooperaci6n, por su vallosa
de 
 la cual nuestro pals ser& el primer y mejor
beneficlado.
 

Ate tamente, r 

Lic. Al ert "Arag6n

Pres idente$4,
 

7a. Ave. Plaz 0-20, Zona 9 Oflclna 1008. Teldfono: 814028, GUAtemala C.A. 
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I t , d c i oe d t r-l t y aeui- wi t i nvo i d ie S %L 5 V ita f . t i no -i t t- . ] r t a l 

for te proJe-t'S -*.C6Ssfu, 6 evelo r,.--t. The m-tirqs will be held o1Lc-JRays at 8: a. . at DATAFu. TIese nv-etingsFor will De attencei 0,,:'E!-: Ingrid Ilanderud,. ~ will te tlhe repres-42tiveabs_-ce of Mr. Morris Allen. 
of AL-D in tl

For AID: Gilberto M-rdez.Bruce For.LIT(C*R:N..4w :.An. For Aragb, y (4ociad-s: Alejandro Cifuentes and Lic.
Aragn, wtxn feasible. 

2. A report on the contacts and letters requested from the Chambers ofConstruction, Inaustry, Agro, and Carayerce was presented byKlanderud. IngridThe only pending letter is the one from Agro. 

3. The supervision systems tere discussed.R. Aragdn y A-oyiados has designated Alejandro Cifuentes andGnneif Dard&n to supervise their procedures.b. Arag i- y Asociados will be in charge of the coding of theoccupational 'codes. They have suggested to onehave person
in charge.

c. Aragon's supervisors will check completion of all answersthe questionaire. Tr-ey will also spot check on their 
on 

interviewrs (iO to 3 )d. The 4upervisors wil 1 validate answers over the phone. In somecases a second visit to the companies might be necessary.e. The supervisors are aware tnat they tohave keep a record ofthe companies that fall out of the sample orderin to get a 
replacement from AE.f. The supervisors will send interviews to Datapro to be checked 
by PED and Datapro twice week.ag. Aragdn y Asociados were made aware that the PEI) representative(Ingrid Klanderud) will accompany them in their initial visitsto be able do help in the documentation of the interviewing 
processes.

h. AED will also spot check on some of the answers provided by theaccepted questionaries.A record of di~zrep~ncies 
concurrences will be kept. 

and 

i. It was agreed that a double letter by the hambe-s asking forthe cooperation of their associates even when they had alreadybeen visited by :NrECAP was not necessary.j. Araqn y Asociados will be in charge of sending the twoletters, one written by the Chambers and their o, bynessaqc-. Ire_= lettsj- .-ill c tosc-nt the cCXTpoaies pricr
tf-,p telep.crie contact. 



A :.I 1-

i-j1*r., tr-yLnj Lo rove U -r, cZrv'4i 

L
1 . r- . . ,-'.7,_L.Lj, _.r.- -"I . '. tr,_,y might incur ir 

cnpletflud11 by 'l-ch :1. It 
vj7 rxjintd CutL;- i2./lst wce. i ',r-ch is not a work.ng weI.. in
Wtoala. L-cause of Ezster. Dr. rtno: and Mr. Allen were to discuss 
tn- t &-fter cc nte- fea ribilaty of eanc;:tension on the deadline-.
['I. ror Dat.apro, an d Ingrid . ianderud for AEM inforfrr-d that they 
t.;utlci not in tthe coJutry during Easter- . either. 

oratn-, y A- ciados will be paid upon conmpletion of 425 questionaries, 
wl%.ch are acceptable to PED nd Datapro. PED, Washington, will be 
informed of the completion -rid br. hzndez (AID) will be notified, too. 
Aragn's last paymsnt will come after the acceptance of 850 interviews
 
-1nld the same procedure will be followed. 
Lic. Aragdn commented on tte
 
fact that up to that day he had not yet received the authorized and
 
approved copy of his contract.
 

Aragc -. y Asociados has set a realistic number of completed interviews per
interviewer. Ari average of 2.5 interviews per day was set. He has 
planned on having 10 to 14 people out in the field. However, he has 
pointed out be able to havethat he will an exact number of interviews 
completed per week at the end of tlhe first week.
 

5. Bruce Newman presented the problems that we= fcund when trying to come 
up with a logical system of coding the occupations. The three possible
options were reviewed. Using the LA Eureau of Labor coding systems has 
the problem of translation and relevance to the Guatemalan conte-/,t. The 
OIT (Orgenizacin Internacional del Trabajo) handbook, altho.ugh in 
Spanish is not a working system Of coding. Finally, it was decided to 
utilize the INTEZAP list of occupations with some basic corrections. A
meeting with INTECAP'S authorities was to be set to check whether they
had. any system which generated the numbers on the occupations' list and 
if a qgrouping system already existed. 

Bruce Newman presented the technical issues at hand. It was determined 
that the consultants, Massey, whoSaavedra and are to utilize the 
information, have to come up with a system of grouping the INTEMAP 'S
list of occupations into logical categories. Bruce Newman had contacted 
Saavedra and Massey the day before and saw the need of them coordinating
efforts. It was determined that it is of vital importance to know what 
the consultants will require for their recomendations in order to have 
the data generated in iays which fits their needs.
 

6. Mr. Morris Allen informed that the calendarization for the next months
would be discussed with AID authorities that afternoon. He was to give a 
copy of it to the person left incharge by the Academy for Educational 
Development (Ingrid Klandcruj). Mr. Allen will be leaving the country on
Saturday., February 13. His nex:t visit has not yet been scheduled. 
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a. Tre -t,t of the i.ln rv e"i rQ :' CE s .- i' 1.it.Ld t, .i, 0.rvieps- Fav. be-311 .CmJ ,:e h n g) n - 3 .ev b ,, r e c0,;... ir +,: 
i, tro'r ." , . ,t"d1the -rtal, ri£*',' _,' c, .:, iL' 7.i, in tne ,. , cc,::...,ector a,-e the c..4,mplefec crel Lin., aI.,l ,,hat -LouIJ happei i-'i:,_ ti

numler of questionnaires surpassed the 8K5v,D ;&ill thie ccnstruc 
 io EecLu,- vierf:
to be conp]et.ed. Lima said ',.hal he did not _e. any problem wibh doing a Few

i•ore. However, he Pas to check with Abef to ('an,
 

Lima was also reminded of the report throv Aiag-n. y Asociados is to .present commenting at length what the rethc-acL'gy Pnd the different . It backiand efforts were diring the whole procels. This report would have to ioclude
the specific re.zons for the f.ll outs n:,t wa-iting to provide information,.
with their CIIU codes and with, their il':iVnero patron-.l". At the sate time

list of the REPLACEMENTS whicn.were 

a
 
ict ut'I red hks to be received byDATAPRO. Lima will be preserine' the inde: cF, the report they have to prepare


during the next team meeino. 'p--i I ,. 1988. This report has be handed to
the AED representative for her a~,prc,'vl A dafinihe date for this report to. 
be completed was not set, however, Friday, April 
15 was discussed as feasible.'.
 

The deadline for Arag-,n y Asociados, wai mcved two days mainly, becaUse

of the difficulties that the construction Se-itr and its, different strategy

has presented. 
The agreed d-edline, thus for has been established for
 
Tuesday, April 12.
 

3. Vladerud infc rmed that 7 out of the*8 "Gerentes or Presidentes" that she
 
was to interview had been contacted. The last interview would take place that
 
same day at 11:3( a.o,. The following table was presented, too.. 

C a. Gerente Ing. Maestro de Obra Sub-contratistas
 

2.Fapco V 4̂IS 
2. l.Sta. Clara 
 - . : 

..
3. Cyasa 

4.. Aicsa -'
 

5. Prodjua 4*l, Vo 

6. Ac.'. de Gt/ /e 

I~ zS/
 

http:conp]et.ed


4- The wav tr h.;;Idle anid tc I-Ite u1establ iehed after na,'Ing 
t I -. rItL:- cti .s *'e-ults will berecelved and 
 th.e inror,ior oIg from thefield. 

5. Baeza fr:--n IP-T=CaP e_= c-itacter tnat -;.,ne 0a.in order f'or hl:, to he informed ieiman thatL.,Erc,,ic_
Ccrunicaclone= T 'anspo;-te 

with the inc,-rn..tin on 3 sectors ("Turls(nc,a.; le.ter aij,-e-=_d .oHugo Rosal. was needed. the Gerente Genera.,DATAFRO Would Arq.
suggested that V;2 should also ask 

also be sending the disks. Md~rdez
fco" the infornation
Construction sector. that they have on theA letter would be written by Klanderud and with the
Missions' approval it would be sent a= soon as possible. 
6. Newman and Kianderid askedfeasible times 

M de7 what the Mission had ?stablishedfor the differenit con-ultal,ts and as 
to the country. the Chief of partyNewman was PartCLularly to returnzccrierned - becauseto be processing 3 different types of data at 

DATAPRO will have 
whble EfcCUesta and the consti-Lction 

the same time, Intecap's, thesector.case we do More so, because, innot [.-now when INTECAP'Sthe informatioIwill be receiving. It was 
is to come and, what kind of data weestablished that the consultants 

complete would require thethe set of tables.
 

MHr,dez commented that the Mission had no.t
however, they had established any definite dates,
an idea of what the time requirements for the different
consultants would be in order to 
be able to
write their different sections, and at 
assess what has to be assessed and
the sae
tcgether in the writing time have the whole team workup of the report. 

wr
 

a. Morris Allen, Chief of Party 
 5 weeks
b. Saavedra 

3 weeks
c. Massey 

2 weeks
d. Martinez 

I week
 

Mndez , also pointed out to the importance of allowing for a time,
overlap that would assure having Morris Allen, Chief of Party, and the
representative from AID/ Washi'ngton, probably David Evans, in the country at
the same time.
 

Nothing definite was established regarding future dates and visits.
23 was suggested as an option for Mr. Allen's visit. 
 May

holiday,( 30 de junio ) 

One Guatemalan official
and the 4th. of July (American official holiday)
ought to be considered for the final schedule of all 
the visits and deadlines.
 



APENDICE DE REPORTES
 



REPORTE DEL PSCNAL nwtL1mAM EN EL
 
TRIAM DE REOPILACICtK DE
 

EL EIVDIO PARA AD
 



REPORTE DEL PERSONAL INVOLUCRADO EN EL TRABAJO DE RECOPILACION
 
DE INFORMACION DE EL ESTUDIO PARA AID
 

Viernes 29 Enero de 
1988
 

Recibieron entrenamiento con Carole B. Massey e Ingrid
 
Klanderud:
 

DE COLE EMMY
 

DE GARCIA MARIA ANTONIETA
 

DE LEON MELVA
 

VIELLMAN LUCRECIA
 

En este entrenamionto estuvieron presentes el licenciado
 
Alberto de Arag6n y Alejandro Cifuentes en representacion
 
de ARAGON & ASOCIADOS.
 

Los 4 cntrevistadores que recibieron el 
entrenamiento
 
el d'a viernes 29 dc enero, fueron los que participaron en
 
la prueba piloto. (Del 3 al 
9 de febrero).
 

Durante la primera semana del mes de febrero se 
llev6
 
a cabo dos reuniones 
 en las oficinas de DATAPRO 
(Zona 9) con
 
las Licdas. Carole B. 
 I'e Ingrid Klanderud, para discutir
 
experiencias y probltalas detectados durante la prueba piloto
 
a la cual asistieron:
 

LIC. ALBERTO DE ARAGON 
 (ASISTE A UNA)
 
ALEJANDRO CIFUENTES
 

RICARDO LIMA 
 (ASISTE A UNA)
 
LUCRECIA VIELLMAN
 

MELVA DE LEON
 

ANTONIETA GARCIA
 

ABRAHAM CHAVES
 

VERONICA RAMAZZINNI 
 (ASISTE A UNA)
 
EMMY DE COLE 
 (ASISTE A UNA)
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Entrenamiento ,,n ARAGON & A OCIADOS el cif,) !0 cl,
 

febrero e inicio del trabajo de campo el dia lb Je
 
febre-ro con el siguiente grupo de entrevistadores:
 

1. AVILA ULISES
 

2. CHAVES ABRAHAM
 

3. DE LA CRUZ ROGER
 

4. DE LEON MELVA
 

5. DE GARCIA TONY
 

6. LIMA RICARDO
 

7. MAZARIEGOS JORQE
 

8. MURGA JORGE
 

9. PACHECO EMILIO
 

10. RAMAZZINNI VERONICA
 

11. TARACENA PATRICIA
 

12. TUNAY AMILKAR
 

13. VIELLMAN LUCRECIA
 

Listado de entrevistadores que se han unido al grupo
 
inicial, con sus respectivas fechas:
 

1. BUCH JORGE MARIO 
 2 DE MARZO
 
2. CARROLL LUCIA 
 24 DE FEBRERO
 

3. CHANQUIN FREDDY 
 I DE MARZO
 

4. ESCOBAR RAUL 
 I DE MARZO
 

5. GIL MAYRA 
 10 DE MVARZO 
6. GONZALEZ EFRAIN 
 2 DE MARZO
 

7. MORALES JORGE 
 24 DE FEBRERO
 

8. RODRIGUEZ JOSE A. 
 17 DE FEBRERO
 
9. SAMBUEZA ANDRES 
 24 DE FEBRERO
 

10. SANTOS CARLOS 
 I DE MARZO
 

11. YURRITA EDUARDO 
 I DE MARZO
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Listado dc entrevistodorcs que por varias 
razones
 
no continuaron en 
L-1 proyccto:
 

CARROLL LUCIA 
 (POR MOTIVOS DE ESTUDIOS)
 
2. CHAVES ABRAHAM 
 ( )
 
3. DE COLE EMMY 
 (OBTUVO EMPLEO FIJO)
 
4. MORALES JORGE 
 (RAZONES PERSONALES)
 
5. RAMAZZINNI VERONICA 
 (OBTUVO EMPLEO FIJO)
 
6. SAMBUEZA ANDRES 
 (NO PUDO ASISTIR A UNA REUNION)

7. SANTOS CARLOS 
 (POR ACUERDO CON LICDA. KLANDERUD)
 
8. VIELLMAN LUCRECIA 
 (OBTUVO EMPLEO FIJO)
 
9. YURRITA EDUARDO 
 (RAZONES PERSONALES)
 

SE LE ENVIO COPIA A LA LICDA. INGRID KLANDERUD SOBRE
 

ESTAS RAZONES.
 



REPCRTS DE NUMES PATRCNALES Y CIIU DE D4PRESAS CUE 
NEXISE2N 0 SE CAMBIARJN DE DR3XION 0 NO 

DIEON INFRMACION ENLACAPITAL 



-0-


NOMENCLATURA
 

(RAZON)
 

A. NO EXISTE * 

B. 
 NO QUIZO DAR INFORMACION
 

C. SE VISITO MAS DE TRES VECES
 
D. DEVOLVERIAN LLAMADA PARA CITA
 
E. DIRECCION INCORRECTA
 

F. NO TIENEN TIEMPO PARA ATENDER
 
G. NO LES INTERESA LA ENCUESTA
 

H. NO SE UTILIZARON
 

I. EMPRESA REPETIDA.
 

Una empresa es calificada como NO EXISTE, cuando
 
la direcci6n reportada para su ubicacin, no 
co
rrespond'a o simplemente, no se encontraba en
 
ese lugar. De cualquier forma, se proced'a a in
 
vestigar en las vecindades, direcctorio telef6ni
 
co, 
o la gremial correspondiente en caso de per
tenecer a alguna; 
si despues de estas investiga
ciones, la compafil'a no era ubicada, se califica

va bajo este rengl6n.
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REPORTE DE NUMEROS PATRONALES Y CIIU DE EMPRESAS
 
QUE NO PUDIERON ENTREVISTARSE EN LA CAPITAL
 

(POR ACTIVIDAD ECONOMICA)
 

2010 PREPARACION DE CARNgS:
 

No. PATRONAL 

RAZON
 

485 

F
 

22955 

A
 

2030 ENVASE Y CONSERVACION DE FRUTAS Y LEGUMBRES:
 

No. PATRONAL 

RAZON
 

33424 

C
 

24925 

D
 

51806 

A
 

4667 

A
 

42083 

C
 

49203 

A
 

26111 

D
 

2040 MANUFACTURA DE PRODUC'OS DE MOLINO:
 

No. PATRONAL 

RAZON
 

51360 

A
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2060 MANUFACTURA DE PRODUCTOS DE PANADERIAS:
 

No. PATRONAL 


4736 


2871 


1188 


48801 


48314 

14286 


26632
 

2070 INGENIOS Y REFINERIAS DE AZUCAR, TRAPICHES: 

No. PATRONAL 


25584 


3893 


2080 FABRICACION DE CACAO, CHOCOLATE Y CONFITURAS:
 

No. PATRONAL 


45935 


90 


456 


RAZON
 

C
 

B
 

C
 

A 
A
 

B
 

RAZON
 

C
 

H
 

RAZON
 

A
 

B
 

D
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2091 OTRAS INDUSTRIAS DE PRODUCTOS ALIMENTICIOS:
 

No. PATRONAL RAZON
 

33500 me

17913 A 

25179 D 

12348 D 

15798 C 

2110 DESTILACION, RECTIFICACION Y MEZCLA DE BEBIDAS ESP.:
 

No. PATRONAL RAZON
 

50 ' C
 

2140 FABRICACION DE BEBIDAS NO ALCOHOLICAS Y AGUAS GASEOSAS:
 

No. PATRONAL RAZON
 

321 C 

41555 G 

252 C 

40808 * B 

2210 FABRICACION DE CIGARRILLOS:
 

No. PATRONAL RAZON
 

1328 A
 

• NO SE DISTINGUE EL No. PATRONAL.
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2310 HILADO, TEJIDO Y ACABADO DE TEXTILES:
 

No. PATRONAL 


51660 


46833 


48299 


38998 


48875 


35945 


49787 


51585 


28152 


22984 


21268 


31307 


46215 


2107 


50157
 

46631 


2320 FABRICA DE TEJIDOS DE PUNTO:
 

No. PATRONAL 


30291 


20152 


21277 


48277 


13797 


RAZON
 

A
 

A
 

A
 

A
 

A
 

A
 

A
 

C
 

C
 

A
 

D
 

B
 

A
 

H
 

D
 

RAZON
 

G
 

G
 

B
 

B
 

B
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2410 FABRICACION DE CALZADO, EXCEPTO CALZADO DE GOMA:
 

No. PATRONA 
 RAZON
 

49930 

C
 

5645 

G
 

44295 

A
 

39479 

A
 

51597 

B
 

40280 

B
 

34868 

A
 

12151 

C
 

15480 

D
 

51036 

A
 

49272 

A
 

50118 

A
 

2420 FABRICACION DE PRENDAS DE VESTIR, EXCEPTO CALZADO:
 

No. PATRONAL 
 RAZON
 

51333 

B
 

51999 

A
 

33377 

C
 

48224 

A
 

43513 

A
 

22482 

G
 

50268 

A
 

52443 

A
 

48978 

A
 

35747 

G
 

32525 

B
 

50829 

A
 

6480 

B
 

38261 

A
 

47705 

H
 

51839 

H
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2430 ARTICULOS CONFECCIONADOS CON MATERIALES TEXTILES,
 

EXCEPTO PRENDAS DE VESTIR:
 

No. PATRONJAS 
 RAZON
 

47708 

C
 

33460 

D
 

37110 

A
 

46899 

A
 

16575 

A
 

2500 INDUSTRIAS DE LA MADERA Y DEL CORCHO EXCEPTO MUEBLES:
 

No. PATRONAL Rt
 

40517 

B
 

48545 

B
 

40012 

B
 

2600 FABRICACION DE MUEBLES Y ACCESORIOS:
 

No. PATRONAL 
 RAZON
 

52509 

A
 

7917 

A
 

41883 

A
 

51828 

A
 

24920 

A
 

30521 

D
 

10631 

A
 

26142 

A
 

46701 

A
 

8247 

A
 

Vol1 
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2710 FABRICAS DE PAPEL CARBON:
 

-No. PATROINAL 

RAZON
 

51817 

B
 

45410 

B
 

2720 FABRICACION DE ARTICULOS DE PULPA DE MADERA, PAPEL Y
 

CARTON:
 

No. PATRONAL 

RAZON
 

17875 

A
 

32817 

A
 

51533 

B
 

15563 

A
 

2800 IMPRENTAS, EDITORIALES E INDUSTRIAS CONEXCAS:
 

No. PATRONAL 
RAZON 

13746 
B 

43508 
A 

5947 
A 

49320 
A 

42179 
A 

39588 
44549 

A 
A 

25921 
34474 

A 
A 

39417 pw 

51157 
B 

43952 
A 

15444 
B 

37317 
A 

52252 
A 

37749 
A 

37751 
H 
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2920 MANUFACTURAS DE ARTICULOS DE CUERO, EXCEPTO CALZADO
 

Y PRENDAS DE VESTIR:
 

No. PATRONAL 
 RAZON
 

14162 
 A
 

48981 
 A
 

3000 FABRICACION DE PRODUCTOS DE CAUCHO:
 

No. PATRONAL 
 RAZON
 

47027 
 B
 

16246 
 B
 

40338 
 A
 

10719 
 D
 

3100 FABRICACION DE SUSTANCIAS Y PRODUCTOS QUIMICOS:
 

No. PATRONAL 
 RAZON
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3110 PRODUCIMS QUIMICOS, NO ESENCIALES, INCLUSIVE FERTILI-


ZANTES:
 

No. PATRONAL 


46612 


31894 


29116 


48746 


45616 


52055 


34389 


25265 


51389 


49754 


12956 


11220 


3120 PIROTECNIA:
 

No. PATRONAL 


23189 


43561 


3130 ACEITES Y GRASAS VEETALES Y ANIMALES:
 

No. PATRONAL 


20650 


95 


RAZON
 

G
 

B
 

A
 

C
 

C
 

A
 

A
 

G
 

B
 

B
 

A
 

I
 

RAZON
 

A
 

H
 

RAZON
 

A
 
A
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3140 PRODUCTO QUIMICO-FARMACEUTICOS:
 

No. PATRONAL 


48275 


37871 


5707 


35088 


45749 


40051 


48825 


29354 


22906 


52106 


48498 


45748 


21789 


52263 


32776 


51336 


3150 FABRICACION DE JABONES Y CANDELAS:
 

No. PATRONAL 


50052 


30477 


29398 


5673 


RAZON
 

H
 

A
 

B
 

C
 

A
 

C
 

A
 

9 

C
 

A
 

B
 

C
 

A
 

B
 

B
 

D
 

RAZON
 

E
 

A
 

C
 

B
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3190 OTRAS INDUSTRIAS QUIMICAS:
 

No. PATRONAL 

RAZON
 

17379 

C
 

49056 

C
 

31427 

B
 

37223 

D
 

3310 FABRICACION DE PRODUCTOS DE ARCILLA PARA CONSTRUCCION:
 

No. PATRONAL 

RAZON
 

50566 

H
 

3320 VIDRIO Y PRODUCTOS DE VIDRIO:
 

No. PATRONAL 

RAZON
 

42276
 
18651 


B
 

3330 FABRICACION DE CERAMICA, LOZA Y ALFARERIA:
 

No. PATRONAL 

RAZON
 

27502 

B
 

49633 

A
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3340 PRODUCCION DE CEMENTO:
 

No; PATRONAL 
 RAZON
 

271 
 A
 

3350 FABRICACION MOSAICOS, AZULEJOS, LADRILLOS CEMENTO:
 

No. PATRONAL RAZON 

20118 B 
15665 A 
1125 A 

37012 B 
43268 B 

3390 FABRICACION PRODUCTOS MINERALES NO METALICOS: 

No. PATRONAL R 

36652 D 

3400 INDUSTRIAS BASICAS DE HIERRO Y ACERO:' 

No. PATRONAL RAZON 

32263 B 
29015 C 
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3510 HERRERIAS, PLOMERIAS Y HOJALATERIAS:
 

No.- PATRONAL 

RAZON
 

29874 

H
 

52572 

A
 

31899 

D
 

45077 

A
 

36288 

A
 

51559 

C
 

36819 

B
 

38908 

A
 

51350 

B
 

3590 FABRICACION DE OTROS ARTICULOS DE METAL:
 

No. PATRONAL 

RAZON
 

37759 

C
 

45847 

B
 

16586 

A
 

52558
 

3600 CONSTRUCCION DE MAQUINARIA, EXCEPTO MAQUINA ELECTRICA:
 

No. PATRONAL 

RAZON
 

17204 

A
 

28690 

A
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3700 CONSTRUCCION DE MAQUINA, APARATOS, ACCESORIOS Y AR-


TICULOS ELECTRICOS:
 

No. PATRONAL 
 RAZON
 

38514 
 A
 

51069 
 A
 

32823 
 B
 

7746 
 A
 

42307 
 A
 

46120 
 C
 

31505 
 A
 
25389 
 C
 

32967 
 A
 

16784 
 D
 

46242 
 A
 

3830 REPARACION DE VEHICULOS, AUTOMOVILES Y BICICLETAS:
 

No. PATRONAL 
 RAZON
 

51430 
 A
 

13022 
 A
 

35386 
 A
 
22323 
 A
 

16304 
 A 
6405 
 B
 

47156 
 B
 

49023 
 B
 

37186 
 A
 

32295 
 A
 

22417 
 A
 

34250 
 B
 

34679 
 B
 

29113 
 B
 

27759 
 B
 

36224 
 B
 

I, 
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3930 FABRICACION DE JOYAS Y ARTICULOS CONEXOS: 

No- PATRONAL RAZON 

36571 A 
34328 C 

3940 FABRICACION DE INSTRUMENTOS DE MUSICA: 

No. PATRONAL RAZON 

36450 A

3990 INDUSTRIAS MANUFACTURERAS NO CLASIFICADAS: 

No. PATRONAL RAZON 

49388 A 
28712 A 
99844 A 
38615 A 
26778 A 

9999 SIN CLASIFICACION, SIN NOMBRE LA ACTIVIDAD: 

No. PATRONAL RAZON 

99906 B 
99901 A 
99912 A 



REPORTE INTMIOR DE LA REPUBLICA 
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REPORTE INTJ:.-IOR DE LA RFPUBLICA 

MUESTRA TIVAS NO EXISTE NO DIO INFM-
TOTAL CION 

EL PROGRESO 3 2 1 --

ZACAPA 9 3 --

JALAPA 3 3 - -
JUTIAPA 3 3 -- _-
SAN A ROSA 6 5 1 --
QUEZALTENANGO 41 31 4 6 
SUCHITEPEQUEZ 12 11 -- 1 
RETALHULEU 5 4 1 --
HUUErAO 5 3 2 --
ALTA VERAPAZ 10 6 1 3 
IZABAL 12 10 1 1 
TOTONICA AN 

ESCUINTLA 
4 

28 
2 

18 

--

2 
2 

8 

TOTALES 
 141 116 13 22 

REPORTEDE 0NME PA , COARHHAZADA$ODIGO CIIU Y RAOtNF. 

No. PATRONAL CODIGO CIIU RAZON 

EL PROGRESO 
 52148 
 2030 
 NO EXISTE
 
ZACAPA 
 7291 2110 INFORMAN EN LA CAPITAL
 
SANTA ROSA 
 19678 
 2710 
 NO EXISTE
 
QUEZALTENANGO 
 26211 
 2320 
 NO EXISTE
 
QUEZALTENANGO 
 1621 
 2910 
 NO EXISTE
 
QUEZALTENANGO, 
 1434 
 2910 
 NO EXISTE
 
QUEZALTENANGO (COATEPEQUE) 50572 2050 NO EXISTE' 
QUEZALTANGO 
 1324 
 2040 DMhCN CITA OTM DIA
QUEZALTMNNGO 2010 2040 S NM A DAR INFORMACI, 



QUEZALTENANGO 8118 
QUEZALT O 1179 

QUEZALTEANGO 3216E 

QEYLrD/ ctala4 30468 

SUCHITEPEyUEZ 45969 

RETALHULEU 45944 

IIIUL7UluENANMO 4953 

I:.c 12,100 
ALTA VERAPAZ 49326 
ALTA VERAPAZ 52598 

ALTA VERAPAZ 15018 

ALTA VERAPAZ 52093 

IZABAL 51733 
IZABAL 48330 

TOTONICAPAN 45269 

TOIONICAPAN 31028 

ESCUINTLA 36104 
ESCUINTMA 52422 

ESCUINTLA 51172 

ESCUINTLA 1504 

ESCUINTLA 29486 

ESCUINIIA 16420 

ESCUINTLA 47958 
ESCUINTLA 33030 

ESCUINTIA 1493 

ESCUINTIA 45281 

2120 


2310 


2310 


2310 

2140 

3700 


3990 


2040 


3350 


2060 


2050 


2040 


3830 


2060 


2420 


3330 


2060 

3400 

3130 


2070 


3510 


2110 


2140 


2000 


3350 


2060 


M aNCM OM DIA
 

[ C M DIA
 
IAMmk4 tL,
 

SE NKRXN A EAR EA 

LA MISM R M MA
 
EEL PACIFICO
 
NO EXISTE
 

NO EXISTE
 

'O LXISI'E 

NO EXISTE
 

UHEM LEXS (SEBOL)
 

NO SE3 AL p4f-

NISTRADOR
 
ANDA DE VIAJE EL PRO 

PIETARIO
 
NO EXISTE
 

LA MIEA SUPE TIENDA 
RBGIA 

ANDA DE VIAJE EL PRO 

PI-TARIO 
LA MISMA QUE TALLER 

DE ALFARERIA SIN 
NCMBRE 
CITA OTRO DIA 

NO SE ENCONTRABA ABIER 
TO E LA TARDE 
HABIA QUE HACER CILA 

UEDAbAU K 

LA MIMA QUE TALLER 
LAS FORMS
 

EL REPRESENEAME ANDA 
ENRJNION 

CITA PARA OM DIA 

DAN INF. EN CAPITAL
 

NO EXISTE-


NO EXISTE
 

Il 
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REGION I 

SACATEPEQUEZ 
 49042 2500 
 SE NESO A DAR ESE
 
TIPO DE INF.SACATEPEQUEZ 
 45632 2310 
 NO LE INrEB&-LAS
 

EWESTAS 
SACATEPEQUEZ (SANTIAGO) 51561 2010 HABIA QUE P)IR 

CITA
 
SACATEPEQUEZ 
 24147 2500 
 NO EXISTE
 
SACATEPEQUEZ (SAN LUCAS) 45956 3110 
 NO EXISTE
 
SACATEPEQUEZ (SAN LUCAS) 42688 
 3590 NO tAISTE
 

RECAPITUILACION
 

TOTAL ENTREVISTAS EFECTIVAS 
 116
 
NO EXISTE 
 13
 
NO DIERON INFORMACION 
 22
 

TOTAL 151 

CONSIDERADAS DENTRO DE LA REGION I
 

MUESTRA EFECTIVAS NO EXISTE NO DIO INFORMACION 

TOTAL 
SACATEPEQUEZ 23 17 3 3 
CHIMALTENANGO 13 13 -- --

TOTALES 
 36 30 3 
 3
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REPORTE INTt.IOR DE LA REPUBLICA 

MUESTRA KECTIVAS NO EXISTE NO DIO INF -
TOTAL CION
 

EL PROGRESO 
 3 2 1 

ZACAPA 
 9 8 
JALAPA 


3 
 J _1

JUf2IAPA 3 3 

SANi'A ROSA 

-

6 5 1 -
0UEZALTENAN O 41 31 4 6 
S,'CHITEPEQUEZ 12 11 1 
RZETALH-LEI 5 
 4 
 1 --
HU T-UEf MANGO 5 3 2 
ALTA VERAPAZ 10 6 1 3 
IZABAL 
 12 10 
 1 
 1
 
T'OTONICAr AN 

2
 
ESCUINTLA 

4 2 --

28 18 2 8 

TOTALES 
 141 116 
 13 
 22
 

REPORTE DE XPREAS RIMZADA$., N PCONOAL,E CODIGO CiTU YPAZONS, 

No. PATRONAL CODIGO CIIU RAZON 

EL PROGRESO 
 52148 
 2030 
 NO MaISTE
 
ZACAPA 
 7291 
 2110 INFORMAN EN LA CAPITAL
 
SANTA ROSA 
 19678 
 2710 
 NO E=ISTE
 
QUEZALTENANGO 
 26211 
 2320 
 NO EXISTE
 
QUEZALTENANGO 
 1621 
 2910 
 NO EXISTE
 
QUEZALTENANGO 
 1434 
 2910 
 NO EXISTE

QUEZALTENANG (COATEPfWQE) 50572 
 2050 
 NO ISTE 
QUEZALTENANGO, 
 1324 2040 DIUM CITA MOW DIA
 
QUEZALTENANGO 


2040
2010 SE MW A DAR INFORY:,J..,. 



QUEZALTENANGO 8118 

QUEZALTE O 1179 
QUEZALTENANGO 32168 

QI / 30468 

SUCHITEPEQUEZ 45969 

RETALHULEU 45944 
[5UHu mNxjo 24953 
![,-;:J"...... 12400 
ALTA VERAPAZ 49326 
ALTA VERAPAZ 52598 
ALTA VERAPAZ 15018 

ALTA VERAPAZ 52093 

IZABAL 51733 
IZABAL 48330 

TOTONICAPAN 45269 

TONICAPAN 31028 

ESCUINTLA 36104 
ESCUINTLA 52422 

ESCUINTLA 51172 

ESCUINTLA 1504 

ESCUINTLA 29486 

ESCUINTTA 16420 

ESCUINmLA 47958 
ESCUINTLA 33030 
ESCUINTLA 1493 
ESCUINTLA 45281 

2120 


2310 


2310 


2310 

2140 

3700 


3990 


2040 

3350 


2060 

2050 


2040 


3830 


2060 


2420 


3330 


2060 


3400 

3130 


2070 

3510 


2110 


2140 


2000 


3350 

2060 


DM3M CI OM DIA
 

E C13A CM DIA
 
EM IP MIa4 3 L_

ZEPPEM" *:"
 
S N33RN ACM E3A
 

LA MISM aMMLhU L 

EEL PACIFICO 
NO EXISTE
 

MO EXISTE
 

aIOLXISTE 

NO EXISTE
 

GIA LEMS (SEBOL) 

NO SE ENI:I= AL zoE-
NISTRADOR 
AMA DE VIA EL PRO 
PIEARIO 
NO EXISTE 

LA MISMA SUPER TIFNDA
 
REGIA 
ANDA DE VIAJE EL PRO
 

PIEKMRIO
 
LA MISMA QUE TALLER
 

DE ALFARIA SINNOMERE 
CITA 01W DIA 

NO SE ENCONTRABA ABIER 

TO EN LA TARDE 
HABIA QUE HACER CILA
 

UEDAbkA.JU. R:.\. 

LA MISMA QUE T=LER
 
LAS FLORES 
EL R RESEND~E ANDA 
EN REUNION 
CITA PARA MTMO DIA 
DAN INF. EN CAPITAL
 

NO EXISTE-

NO EXISTE
 

http:UEDAbkA.JU
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REGION I 

SACATEPQ(UEZ 
 49042 2500 	 SE NEGO A DAR ESE 
TIPO DE INF.SACATEPEQJEZ 
 45632 2310 
 NO LE InTEC.iAS
 

ENCtESTAS,

SACATEPQUEZ (SANTIAGO) 
 51561 
 2010 	 HABIA QUE PEIR 

CITA 
SACATEPEQnz 
 24147 2500 
 NO EXISTE
 
SACATEPEQUEZ (SAN LUCAS) 45956 3110 
 NO EXISTE
 
SACATEPEQUEZ (SAN LUCAS) 	 42688 3590 	 NO DISTE 

RECAPITUCION
 

TOTAL ENTREVISTAS EFECTIVAS 
 116
 
NO EXISTE 13 
NO DIERON INBORMACION 22 

TOTAL 151 

CONSIDERADAS 	DENTRO DE LA REGION I
 

MUESTRA EF VAS NO EXISTE NO DIO INFORMACION 

TOTAL 
SACATEPEQUEZ 23 17 3 3 
CHIMALTENANGO 13 13 -- --

TOTALES 
 36 30 3 	 3 
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EXECUTIVE SUMMARY
 

The Guatemalan construction sector was explored utilizing

the case study methodology to assess training needs in the sector
 
that might be hindering economic growth. The information,

although not statistically representative, "enables the reader to
 
test assumptions about specific training needs and possibilities
 
in the future."
 

The study concludes that there are unmet training needs in
 
the construction sector. However, these needs, aside from the
 
training of the master mason, are not perceived as needs by the

employer or the employee. There are specific variables that
 
influence this general lack of awareness and have to be taken
 
into consideration if a training intervention is to be
 
undertaken.
 

The study identified the following key variables that could
 
hinder future training efforts: a) the "nomadic" characteristics
 
shown by the construction work force, b) the organization and
 
staffing of typical construction companies and construction
 
projects, c) the lack of incentives for training because training

is not perceived as cost effective by either the employer or the

employee, 
d) the lack of flexibility and responsiveness

characteristic of current training providers.
 

The study shows that if a training intervention is to
 
succeed it must have the 
full support of the Guatemalan private

sector. 
It would have to start by educating the employers on the
 
cost effectiveness of training as 
it affects productivity.
 

After briefly considering the current training providers for
 
the construction sector, 
the study identifies the Guatemalan
 
Construction Chamber as the potential institution to carry out 
a
 
training intervention. The Construction Chamber includes 
92
 
percent of all construction and construction-related companies in
 
the country. For the past six months, its leadership has shown
 
serious interest in training issues and their impact on
 
productivity. Their training initiatives have just started, and
 
technical assistance is urgently needed, if these efforts are to
 
yield any results.
 

The Guatemalan Construction Chamber is self-supportive.

However, it needs technical expertise in the design of its
 
programs. It offers the major advantage of being a guest at
 
Chamber 
of Commercial, Industrial and Financial Associations'
 
(CACIF's) table as well as at the government's because it has
 
abstained from aligning itself with either force.
 



INTRODUCTION
 

Construction is said to be a booming sector in the Guatemalan
 
economy. The top authorities of the Guatemalan Construction
 
Chamber reported that for this year the Government has allocated
 
460 millon Quetzales in construction and the private sector some

30 million. In 1987, the Guatemalan Construction Chamber had 196
 
affiliates; by May 1988 there were 424 members, and there will be
 
500 members by the end of June 1988 without any recruiting.

Chamber authorities see this 
as a sign of the growth the entire
 
sector is now experiencing. Unmet training needs, therefore,

could be a constraint to this growth.
 

The training needs in the Guatemalan construction sector
 
should not be assessed in the same way as those in the industrial
 
sector. A questionnaire designed to 
detect gaps between demand
 
and supply in the training programs, and satisfaction with actual

training, could not 
be applied to a construction site where the
 
workers stay for a month or for 
as long as their nomadic working

life and the type of job allows.
 

It would also be wrong to assess training needs based on

figures that represent needs in 
a given time and place, because
 
they change. Therefore, the first step in trying to come up with

recommendations regarding training needs 
is to have a basic
 
understanding ;."how the sector operates and who suffers from the
 
la%,k of traine orkers.
 

The construction sector is characterized by a set of factors
 
that make it unique. Such complexities range from the type of

labor force it utilizes to the way a construction company is
 
organized. For Guatemala, a construction "firm" is often formed
 
for the purpose of bidding on a single contract and serves as the
 
major contractor for the 
project until it is complete, at which
 
time the firm is dissolved. Many such firms are included in the

June 1987 Social Security Institute (IGSS) list from which our
 
sample was drawn.
 

But if one is to be concerned with the lack of training as 
a

possible constraint on the growth of the construction sector, the

place to be explored 
is the actual " established construction 
company" -- a company that has been in charge of different
 
construction projects, that handles significant sums of money,

and that at different points in time can generate as many as 400
 
(temporary) jobs or as few as 3 (permanent) ones. The right

people tc interview about training needs, therefore, are those
 
who hire construction workers on a regular basis and those who

could actually detect differences between the availability and
 
efficacy of training programs.
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METHODOLOGY
 

This report will discuss the complexities found in the

Guatemalan construction sector that 
will have to be taken into
 
account in developing a feasible training program. In order to
 
get an 
adequate picture of the sector and identify hindrances to

potential training interventions, experts in the 
 area were
 
contacted. These experts 
suggested studying a representative
 
number of construction firms.
 

Eight companies with specific ongoing projects were
 
identified, and their top management was asked to cooperate with
 
the study. The companies' managers provided information on their
 
concerns and perceptions regarding training; these perceptions
 
are discussed under major findings. Top management also provided
 
a list of all subcontractors 
 involved in the construction
 
projects and a total of 42 subcontractors were visited.
 

To facilitate the identification of the firms, the

construction sector was divided into four major areas. This

division was considered valid for the purposes of the study by

the experts who collaborated in the design. The four major areas
 
were: a) residential projects (companies handling popular tract
 
house developments); b) public works, (companies developing

projects under a government contract); c) commercial development

(companies in charge of the erection 
of buildings designed for
 
commercial activities); and d) industrial development (companies

handling the construction of factories and other projects related
 
to :.ndustry). With the sector thus 
defined, companies with

ongoing projects in the different areas were identified and asked
 
to cooperate.
 

Once the companies were selected, the case study method was

used (more information on the case 
study approach is included as
 
Annex 1). This method allowed for a relatively accurate
 
depiction of how construction firms are organized, how a

construction project is carried out, what kinds of workers stay

with a construction firm long enough to obtain training, and
 
which of the building trades benefit most from worker training
 
programs.
 

The data gathered provided a clear picture of what the
 
individuals who comprise the construction sector thought about

training and training needs. Information on the current training
 
programs that are supposed to fulfill the training needs in the

construction sector also reviewed. is,
was briefly It however,
 
necessary to look at the training institutions in a more detailed
 
and organized fashion.
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Taking the experts' commentaries and basic information on
 
what is currently offered as training in the market, it was

possible to come up with conclusions and recommendations for
 
future training interventions which could, if further studied,

have some degree of success. However, this report is just a

first step in the process of developing a successful
 
intervention.
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LIMITATIONS OF THE STUDY
 

1. 	 The construction sector was inadequately defined.
 
2. 	 The number of companies surveyed was limited.
 
3. 	 The survey questionnaire was inadequately tailored to
 

the different groups of respondants.

4. 	 Not all subcontractors agreed to be interviewed.
 

Definitional Problems
 

The construction sector was divided 
into 	four major areas.
 
The area representing companies handling public works was thought

of as comprising builders of hospitals, bridges, schools, roads,

and 	culverts under a government contract. The grouping was
 
probably too A are% of the 	 sector
broad. fifth construction 

should have been created, compose' of companies in charge of
 
public works projects such as roadL, bridges and airfields, as
 
differentiated from companies specializing 
in the building of
 
schools and hospitals. This fifth area would also include
 
companies encharged with the maintenance and repair of this class
 
of public works projects. Comprised of such occupations as
 
bulldozer operator, pay 
 loader, and patrol operators, the
 
construction maintenance and repair field has potential training

needs that should be assessed and examined in a future study.

Adequate training in this particular area could be a major money

and time saver.
 

Limited Size of the Sample
 

The number of cases considered fcr this study was limited to
 
eight. (Information on the sample is included as Annex 2).
 

Limitations of the Survey Questionaire
 

The manpower specialist, Dr. Massey, left the country during

the first week of February before the problems surfaced 
on
 
including the construction sector in the general survey. The
 
construction case study approach was proposed by AED and approved

by USAID/Guatemala 
 in March. Because of serious time
 
constraints, the questionnaire used in the general survey was
 
also used to interview construction sector representatives, such
 
as the engineers and the master masons. The questionnaire was
 
adapted somewhat by eliminating some cf the questions.
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Incomplete Information
 

Not all the subcontractors agreed to be interviewed by field
 
personnel. There were several reasons for this: some
 
subcontractors did not want to collaborate with USAID/Guatemala;
 
some did not have the time or the interest; and some were
 
reluctant to give information. Nevertheless, 42 out of 55
 
subcontractors were interviewed.
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MAJ02. FINDINGS
 

Lack 	of training as a constraint on economic growth in the

construction sector can best be 
investigated within established
 
construction firms. For the purposes of study,
this 	 an

established construction firm is defined as a company that has
 
been in charge of different construction projects, and that
 
handles significant sums of money. At different points in time,

such firms can generate as many as 400 temporary jobs on just one

project, or as few as three jobs in a permanent basis.
 

Top management (private sector) was identified as the key

player in any future training interverntion, because it decides if

there is a need for training, if training can be cost effective,

who is to provide training and at what cost, and who is to
 
receive the training and when, etc.
 

Along with top management, middle and low managerial levels
 
are important players too, because it is these managers who hire
 
or fire the construction worker, train the unskilled workers 
(who

constitute the largest group in a construction project), and deal
 
on a day-to-day basis with an unskilled labor force.
 

Information on 
the problems and needs the three managerial

levels perceive and their general attitudes toward tiaining has

been 	organized 
in order to provide the reader with an informed
 
notion of what the "players" see as the current "construction
 
game." In addition to the commentaries provided by the three
 
managerial levels, other experts in related fields were asked to
 
contribute their perceptions.
 

Summary of Major Findings
 

1. 	 Employers perceive a shortage of both skilled and
 
unskilled workers in the construction sector. They

offer a variety of conflicting explanations for this,

however, so these preceptions should be examined
 
critically.
 

2. 	 There is a general staffing pattern in a typical
construction company -- a very small permanent work
 
force and a very large temporary one. Thus, employers

seldem see training as cost effective, although they

will invest resources in training the master masons and
 
other core personnel.
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3. 	 There is a typical organization pattern in a
 
construction project in Guatemala, 
which relies on
 
hiring workers in the open labor market. There is no
 
procedure by which the master mason (who hires and
 
fires the workers) can assess the skill level of 
an

applicant. This pattern 
does 	not contribute to the
 
accessibility of training.
 

4. 	 There are general training needs expressed by the three
 
managerial levels.
 

5. 	 There are common circumstances that could be potential

hindrances in a training intervention. These are:
 

a. 	 Major current training providers (Technical

Institute for Training and Productivity,

Guatemalan Construction Chamber) require an
 
ongoing employer/employee relationship.
 

b. 	 There is no immediate gain for the employer 
or

employee as a result of having received training.

There isn't a mechanism by which to certify that a
 
worker has been trained.
 

c. 	 An organized curriculum that follows a model does
 
not exist in the training institutions.
 

d. 	 Master masons 
are not trained to become trainers,
 
even though they are expected to perform as such.
 

6. 	 Subcontractors are an important component in the
 
construction sector. A list 
of the participating

subcontractors is included as Annex 3.
 

Shortage of Skilled and 
Unskilled Workers in the Construction
 
Industry -- Structure of the Sector and its Labor Force
 

In January 1988, a tripartite commission was called together

by the Ministry of Labor, This comsnission was to establish a new

minimum wage for construction workers. Two representatives from

the construction company owners 
and two representatives froiL the

labor force, along with the government representative, who chairs

the 	commission, 
set the daily salary at Q4.24 for assistant
 
masons. The assistant manager of the Construction Chamber
 
commented that the two representatives from the work force were

randomly selected by the company owners, because there does 
not

exist any kind of formal or informal construction guild or
 
association that can represent the work force.
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As of mid 1988, however, a new minimum wage for assistant
 
masons had been established and approved by the Government. It
 
just needs be published in the Diario de Centro America to be in
 
effect. This new salary was set at Q4.78 a day.
 

The Construction Chamber reported that its members,
particulary those working on government projects, were pleased
with this increase. They were having to pay Q5.00 a day to hire 
workers, and the Government does not recognize more than the 
minimum wage when establishing overhead costs. In this way, the 
employer's uncompensated costs have been reduced. 

This increase, however, will not solve the problem of the
 
shortage of workers in the construction sector. Even with this
 
increase, the minimum wage is lower than the one set for the
 
agricultural workers. If workers are to choose between
 
agriculture and construction, the salaries ought be
to 

comparable. Aside from the minimum wage, there are other reasons
 
that can account for a shortage in the work force. These are:
 

a. The nature of the work presents tougher working

conditions than jobs in industry and agriculture.
 

b. The type of job requires some degree of dexterity and
 
stamina. A mason erecting a wall ought to keep the same quality

from the first brick laid to the iast one. At the same time,

productivity is required. Few workers can keep up quality and
 
productivity. Individuals who might be willing to work for the
 
current minimum wage lack the necessary training and skills.
 

c. 
 The type of job this sector offers is not attractive to
 
the urban worker, who will probably have a higher degree of
 
education than most construction workers. Workers in the
 
construction sector are often from rural In order to be
areas. 

hired as an assistant mason, the person need not know how to read
 
or write.
 

Today, however, individuals from rural areas may not find
 
the minimum wage attractive enough to leave their towns, or if
 
they come to the city they might rather work as street vendors.
 

Engineer Rolando Chinchilla, who is in charge of the largest

ongoing construction pro-isct in the country (the second tower of
 
the Geminis 10 building, with an estimated cost of 22 millic.
 
quetzales) commented that they have initiated a monetary
incentives program increase minimum wage for
to the assistant
 
masons and the unofficial established salary of masons. He
 
reported that the program has not been too successful, because
 
the job is in itself demanding and workers are contented to make
 
the minimum wage without having to stress themselves trying to
 
get a bonus. If this is the case, however, one ought to consider
 
the possibility that the bonus is not large enough to attract the
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worker, and therefore, that the incentives program is not really
 
an option for increasing a low minimum wage.
 

When asked why construction firms do not pay more to make

the job attractive to towns people, the managers answered that
 
when in need, they do offer more money. A minimum wage of Q6.00 a
 
day may solve the "shortage" of unskilled workers.
 

People involved in construction activities in the country

said that migration from the rural areas would result in more
 
unskilled workers. It is the Construction Chamber's opinion,

however, that what they need to do is to upgrade the workers who
 
are already involved in the construction sector to make them more
 
productive, instead of having a greater number of workers.
 

d. The construction firms cannot 
ensure a secure job for
 
more than the duration of project. This lack of a secure working

relationship with an employer has resulted in a nomadic work
 
force in the construction sector.
 

After considering the different 
factors, it is difficult to

establish if there is a real shortage of unskilled workers -- it
 
may be that the employers are not willing to pay higher salaries.
 
At the same time, one can say that the employers would wan
construction workers to have better skills and higher levels of
 
productivity. However they are not really convinced that they

should pay for training and that it would be a cost-effective
 
investment.
 

General Staffing Patterns of Typical Construction Companies in
 
Guatemala
 

Construction companies in general. keep 
a very small number
 
of permanent workers (this is true for companies 
in all four
 
areas). Their permanent labor force consists of the core
 
administrative personnel: 
 the engineer, the secretary, and the
 
accountant.
 

It was also found -hat construction firms try their best to
 
retain low-level managers, including warehousemen, payroll

officers and master masons. The companies train their own low
level managers in the particular ways of the company. Company

heads referred to their master masons as "jewels." It is the
 
master mason who does all the on-the-job training and supervises

work at the construction site. Depending on the size 
of the
 
construction project, 
a master mason can be responsible for the
 
work of as many as 400 masonL and assistant masons (this is the
 
case, for example, for Mr. Daniel Fernando Mufioz, master mason
 
for the second tower of the Geminis 10 Building project.)
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The engineers 
 who directly supervise the construction

projects tend to stay with a company for 
a shorter time. Many

engineers who have gone through six to seven years of university

training will only stay in the construction field for a few
 
years. The salaries 
offered by industry are much higher-than

what an engineer can make working for the Government on an "obra
 
pdblica" (public work). A young engineer working for the "Roads
 
and Highways Department," for example, currently earns Q700.00 a
 
month (280 US/dollars).
 

Company heads, therefore, do not consider their young

engineers as indispensable as their master 
mason. University

students in their junior and senior years are hired as

"auxiliares de 
Ingenieria" (Assistant Engineers). Company heads
 
said they were satisfied with the university personnel they have
 
hired.
 

The most 
important finding regarding training needs in the

construction sector is that 
the employers are interested in

training and would pay for the training of their core personnel;

they see this investment as being cost effective, particularly

their master masons. The interviewees commented on the
 
bargaining power that the master masons have in negutiating their

salaries because of the high demand 
for masters in Guatemala.
 
Master masons in these companies earn between Q20.00 and Q25.00 a
 
day.
 

Aside from these core 
personnel, however, the construction
 
company heads are not interested in investing money in training.

Masons and assistant masons will leave the company when the

project is completed. 
They are trained on the construction site

by the master mason, and the training does not last for more than
 
two days. Thus, employers do not see it as a cost-effective
 
investment, because they would be training workers to the benefit
 
of another employer.
 

The construction workers, 
with a very few exceptions, are

hired by "trato." This means 
that they are hired to complete a

specific job, and their labor relation 
ends when the job is
 
completed. One expert commented that in 
his 28 years as an

engineer he has never finished a project with the same people

with which it was initiated; only 10 percent of the workers stay

for as long as the project lasts. It is important to realize that

the "trato" type of contract makes it impossible for workers to

seek up-grading by an institution like Intecap, which requires an
 
ongoing employer/employee relationship.
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Typical Organization of a Construction Project
 

In general, when a construction company is assigned a
project it handles the components such as building the
foundation, erecting the shell, and applying the exterior masonry

and finishes. 
 The rest of the work is handled by subcontractors,

specializing in plumbing, electrical work, 
air conditioning

systems, etc. 
 (A list of the types of subcontractors
 
participating in the eight projects is included in Annex 3).
 

It is important to note that when a construction company

undertakes a construction project, it will hire its personnel in

the open labor market. This is usually done by advertising job

openings on the fences surrounding the site or by asking some key
 
core employees to act as "contractors."
 

Company heads handling some of the largest construction

projects in Guatemala, like the Geminis 10 and the Antigua

Hospital, reported that they are relying 
on this strategy to

recruit their personnel; the former employs some 400 masons and
 
assistant masons, the latter about 300.
 

The only type of "qualification" the master mason will 
ask
 
to see when hiring a mason is his tool box. of
One the

interviewees reported that he has had many incidents concerning

stolen or borrowed tool boxes, which means that time and money

have been wasted on 
the hiring and firing of unskilled workers.

An alternative to this "tool box" procedure was commented on as a
need -- there is no process like an on-the-job skills test bywhich the master mason can assess the skill level an
of 

applicant.
 

In addition, the interviewees were unanimous in
characterizing laborers 
in the construction sector as nomads-
they come, and they go.
 

Traininq Needs as Described by the Three ManaQerial Levels
 

Employers will 
not invest money in the training of their
 
nomadic workers and are even less likely to invest resources

in the training 
of potential workers. Top management

officials, however, reported that they 
would invest in
 
training the master masons. 
 This was cost effective, they

felt, because master masons are loyal to their companies.
 

In the case of the two companies in charge of two major

housing projects, whose labor force tends to be more stable,

the employers mentioned that they would have to send the
 
workers 
during working hours if they were to be trained.
 
That would signify a loss of productivity for the company.
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In addition, top management mentioned that their
 
warehousemen need to 
be trained on computer usage as a way

of administering a warehouse.
 

The engineers in charge of specific construction projects-
the middle management level -- were in general not aware of

whether the people under them had received training or not,

or whether 
there was a training institution that could
 
handle the job. Three engineers mentioned Intecap and the
 
University of San Carlos as potential sources of training.
 

Master masons mentioned Intecap as 
being the main training

institution and two of them had in fact been 
trained at

Intecap. They thought 
 Intecap and Instituto Tecnico
 
Vocational shoul,, be in charge of the training.
 

In the eight companies visited no one at 
any of the three
 
managerial levels reported the need to 
train personnel

outside of the country 
at the present moment or in the

future. Middle- and low-level management expressed a need

for trained masons and upgraded master masons.
 

Potential Hindrances to TraininQ Interventions
 

a. Employers feel 
that Intecap receives a substantial sum of
 
money from the construction sector, yet does an inadequate job of
training workers. According to the law, 1% goes to Intecap and

is taken directly from the payroll as a Social Security deduction

(IGSS - Instituto Guatemalteco de Seguridad Social). The
construction firms are under considerable pressure to have their

IGSS payments up to date. When a construction company wants to

participate in the a bidding for a project 
 (for public

construction), 
they have to present their updated IGSS reports.

Since the Government is sponsoring 85% 
of the construction work

in the country, one can accurately conclude that Intecap does

receive "a good share of its funds from the construction sector.
 

In order to request training from Intecap, the employer has
 to act as the intermediary, and a "relacion laboral"

(employer/employee relationship) has exist.
to But in the

construction sector there is a serious problem in having to rely
on a employer/employee relationship in order 
to be trained.

Workers are not allowed by the companies to obtain training while

they are 
working, because this represents a loss of productivity

for the employers. However, once they have 
the time to be

trained, they are 
not working for an Intecap-paying employer or
for a Construction Chamber member, thus they cannot 
be granted

training.
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Intecap, however, has an ongoing "open program" to train
 
masons. After two and a half years 
a worker qualifies as an
"urban master mason," and because this program is an "open" one,

individuals who are not part of an employer/employee relationship

can participate. 
This program has only enrolled 14 participants,

however, who attend classes two afternoons a week.
 

Since, the construction 
 firms are paying for training

provided by Intecap, creating many "open programs" will not make

them happy. Some interviewed employers stressed the fact that

Intecap should do the training, since it is being funded by the

companies. They argue that there 
should be a way to make

Intecap's offerings available to a larger number of current or
 
former employees of these contributing firms.
 

b. The way training is organized at Intecap, and how the
 
employers feel about training current workers, does not help the

prospective trainee. In addition, there is no imminent gain for
 
the trainee because he has received training.
 

The construction sector has a major advantage over the other
 
sectors because there is 
room for upper mobility.
 

An individual without any training will start 
 his

construction career as an assistant mason and after 2 or 
3 years

on the job can qualify as a second order 
mason. Promotion to
 

therefore, an ill-defined job ladder, 


mason and master mason is possible following intervals of one 
year. 

The problem construction workers encounter is not, 
but the lack of a


recognized mechanism that allows the master mason, who hires the

workers, to assess 
when a worker has gained greater skills,

either 
on the job, or by taking extra courses. There are no

upgrading or on-the-job training options to help acknowledge that
 
a construction worker has become more skilled, and thus should be

able to move forward on the ladder. Since 
there is no

certification system, the master masons do not have any objective

and technical way by which 
to assess the expertise of the
 
applicants.
 

c. General courses at Intecap 
and at the Camara de la

Construccion do not follow an organized curriculum. 
 A training

model taking the individual from where he is to where he should

be to qualify as a trained construction worker does not exist.
 

An individual can spend 
three years attending different

short courses organized by the Chamber and in the end will 
not
 
have a recognized certificate qualifying him as an "upgraded"

worker. In addition, he is not automatically assured that his
 
next position will be as a mason.
 

14
 



Licenciado de Le6n, who is in charge of planning the

training courses at the Chamber, revealed that he does not have
 
any experience in either training or in planning, 
or in
 
curriculum development and implementation. The other engineers

affiliated with the "Junta de Capacitaci6n" are also
 
inexperienced in the design and implementation of training
 
programs.
 

d. The master masons are the direct supervisors and trainers on
 
the construction site. The training that is available to master
 
masons includes upgrading of technical skills, which is useful.
 
However, neither Intacap, nor the Construction Chamber have even
 
considered training the master masons to be trainers, much less
 
as the trainers of trainers, even if they are to perform as such.
 
One of Intecap's instructors commented that the master masons,

who work all day and take courses at night, would not have the
 
time or the interest in receiving training in supervisory and
 
teaching techniques.
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COMMENTARIES ON EXISTING TRAINING PROGRAMS
 

This study briefly reviewed existing training programs for

construction workers. Special attention was given 
to the
 
Guatemalan Construction Chamber, because it was identified as the

best option when considering a potential training provider that
 
could include on-the-lob training, an upgrading system, and 
a

certifying system. However, they need to 
be assisted if their
 
effort and interest are to show any positive outcome.
 

Camara de la Construccion
 

The Guatemalan Construction Chamber covers 92% of all the

construction-related companies 
since most become members of the
 
Chamber itself, or of one of the 
two gremiales (guilds). The

Gremiales are Anacovi 
- Asociacion Nacional de Constructores de
Vivienda and 
the Asociacion Guatemalteca de Constratistas de la
 
Construccion. The Chamber includes members who 
are related to
 
construction in the following ways.
 

a) INDUSTRY makes the Construction materials
 

b) COMMERCE distributes these materials
 

c) SERVICES installs equirment
 

d) CONSULTANTS
 

e) REAL ESTATE DEVELOPERS
 

f) INDEPENDENT BUILDERS
 

The main objective of the Chamber is to have a consolidated
 
organization that can 
represent and defend the interests of all

those related to the construction industry in Guatemala.
 

The Chamber charges a monthly fee to its members, the amount
 
of which is negotitated with each company. As a trade
 
association, the Chamber is an excellent way for the companies to
 
promote themselves, and through membership of the Board of

Directors of the Chamber, individual company heads may become
 
eligible to join other boards in any of the governmental
 
instituticns.
 

A year ago, the Board of Directors established a permanent

commission. This commission is 
known as Junta de Capacitacion.

The commission has recognized that there is a need for training

at the three managerial levels. Their objective is to increase
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the productivity of construction workers, which will bring

benefits to all of those involved in the process. The commission
 
is aware that the employers have to be the first to be educated
 
on the benefits involved in productivity.
 

The Junta de Capacitacion published a study on the actual

work yielded by the labor force in Guatemala, entitled
 
Rendimientos de la Mano de Obra. (Productivity of the Labor
 
Force) Guatemala, February, 1988. 
 This study tries to ascertain
 
the productivity of construction workers at the various 
job

levels.
 

After obtaining its results, Lic. Eduardo de Le6n, assistant
 
manager of the Chamber, created a series of courses that were to

make the 
workforce employed by the Chamber's affiliates more
 
productive through training. Although De Le6n is working with
 
the best intentions and is following a common 
sense approach, he

himself has never received a course on training or in teaching or

planning techniques. Thus, courses
the being currently offered
 
by the Chamber cannot be seen as part of a systematic curriculum
 
designed to increase productivity through upgrading workers
 
skills.
 

Intecap
 

Ing. Guirola is the head of the construction section at

Intecap. He is in charge of the coordination of programs and
 
instructors hiring.
 

One of the instru;ctors for the masonry and master masons'
 
program commented on different aspects of the training. 
 The

ongoing program for master masons is one of Intecap's "Short-term
 
Technical Deglees." This degree currently takes two and a half
 
years, and the participants attend classes twice week, from
a 

4:00 to 7:00 p.m. The instruction they receive is technical,

because "there is not 
enough time to provide them with concepts

like evaluation, teaching and training techniques, and other non
technical matters."
 

The instructor complained that this degree was not accepted

at the University of San Carlos, even when the trainees had more

practical knowledge than the average first-year applicant. This
 
commentary was perceved as an interesting one because, on the
 
other hand, the vocational schools offer high school diplomas

that alluw for the graduate to go on to the university. As a
 
result of this policy, 70 percent of vocational school graduates
 
never practice the trade in which they were trained. Experts
 
were asked to comment on this issue (see Annex 4).
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Another course offered for construction workers is organized

differently. Companies, which generally have one 
or two masons
 
on staff, are asked to send them to take courses at Intecap for a

full day every week. The participants attend classes from 7:00
 
a.m. to 4:00 p.m.
 

The creator of the "Short-term Technical Degrees" at Intecap

commented that these technical upgrading courses had been

designed to last for just 
one year. He thinks that a two-and-a
half-year period 
is too long for a master mason to invest in

being upgraded. He mentioned that the original idea that had

inspired the creation of Intecap in the early 1960s was

productivity, however, the interest 
shifted toward training in
the mid-1960s. Productivity and training should both concern
 
Intecap.
 

KINAL and FUNTEC
 

KINAL is a Catholic-sponsored organization offering 
some

self-improvement courses for girls 
and women. FUNTEC is the
 
Technology Foundation.
 

Neither of these foundations have any ongoing training

programs for construction workers. However, Fernando Pullin,

currently manager of Funtec, expressed strong interest in having

Funtec as a potential training provider for construction workers.

He mentioned that Funtec would need rely on
to an expert on

technology transfer. Kinal's training models 
 stress the

importance of providing the trainee 
with traditional Catholic
 
moral values.
 

University of San Carlos
 

The University of San Carlos offers 
some courses for

construction workers. of
One the engineers (Ingeniero Rodas),

who collaborated 
in planning the courses, mentioned the need to

provide the master masons 
with some basic human resources
 
management techniques and training on how to handle quality
control procedures on the construction site.
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CONCLUSIONS
 

1. 	 The employer does not perceive training as being cost
 
effective, however, a successful training program 
has 	to
 
have the employer's support. It is vital to have the
 
employer 
involved in any alternate training intervention.
 
Employers need to 
realize the overall benefits for them of
 
an increase in productivity. The Guatemalan Construction
 
Chamber, if provided with technical assistance, would be the
 
best option in considering future training interventions.
 

2. 	 Initial training efforts should be targeted at the upgrading

of the master masons, and should aim at making them
 
effective trainers. Employers will invest in training their
 
permanent work force, especially in the case of master
 
masons, because employers recognize their importance.
 

3. 	 Accessibility to training is problematic when the 
major

training institutions 
 (Intecap and the Guatemalan
 
Construction Chamber) require the existence of an 
ongoing

employer/employee relationship in an enviornment where the
 
work force is largely nomadic. A working system which would
 
allow nomadic workers 
to receive training and upgrading

needs to be implemented.
 

4. 	 Key people in the planning and curriculum development

offices of the training institutions lack knowledge of
 
different teaching methodologies and the learning process.

Instructors have no teacher training.
 

In addition, key people in the training institutions often lack
 
the capacity to:
 

a. 	 Ascertain the degree of effectiveness of a program-
there is no formal evaluation process.
 

b. 	 Assess alternate teaching strategies tailored to the
 
audience and the expected outcome 
-- training schemes 
lack flexibility. 

c. 	 Improve on what has worked and discard what
 
has not worked -- planning ability is limited.
 

d. 	 Train their own instructors -- there is insufficient 
manpower. 
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In sum, an "instructor as a trainer 
of future trainers"
 
strategy needs to be implemented.
 

5. 	 A new way of training construction workers has to be
 
seriously considered, and could include on-the-job training,
 
an upgrading system, 
that takes into account experience

gained while working, and a certification system that would
 
be acknowledged by the employers. There is a need for a
 
system 
that will allow workers to receive training after 
having been part of ani employer/employee relationship. (A
coupon system -- granting a coupon "cashed" -- would allow 
workers to seek training when they have the time or are not 
employed.
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RECOMMENDATIONS
 

The following recommendations 
are to be taken into account

by any institution or organization that would aim at assisting in
 
the training of construction workers.
 

1. 	 Consider collaborating and providing assistance to the
 
existing training institLtions that are training

construction workers by sponsoring an expert in
 
teaching methodologies, learning techniques, and
 
evaluation and who could train the planning officials.
 
The expert ought to understand the complexities of the
 
construction sector in the Guatemalan context. 
 The
 
ongoing initiative and interest of the Guatemalan
 
Construction Chamber ought to be capitalized on.
 

2. 	 Help training institutions in assessing their teacher
 
quality and upgrading their instructors. The German
 
teacher training project in Mazatenango (discussed at
 
length in Dr. Saavedra's report) could be a component

in a program that aims to assist instructors of
 
technical skills on the implementation of alternate
 
teaching techniques and methodologies.
 

3. 	 Consider the possibility of sponsoring a commission
 
conposed of experienced Guatemalan master 
masons.
 
Provide the commission with technical assistance in the
 
development and implementation of a curriculum that
 
would stress "hands on" job training as well as
 
technical knowledge for the skilled construction worker
 
of the future. Funtec, for example, with feedback from
 
employers affiliated with the Construction Chamber
 
could, with USAID/Guatemala funding, get this
 
commission organized.
 

4. 	 Sponsor, through an organization like AGG (Guatemalan

Managers Association), a seminar to enlighten

construction company 
owners on the benefits to
 
productivity of trained personnel. Company heads need
 
to be made aware of the cost effectiveness of investing

in training and of the importance of abiding by a
 
certification process, as well as cooperating with on
the-job training initiatives and programs to upgrade

skills.
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Annex 1
 

THE CASE STUDY METHOD
 

The 	case 
study method was suggested as an appropriate

approach to gathering data on the state of training in the
 
construction 
sector. To conduct the study, a three-stage

evaluation process was followed, which included:
 

1) 	 an exploratory search --
usually involving observations
 
and informal interviews -- for common or salient issues
 
or incidents;
 

2) 	 a more direct and intensive inquiry into selected
 
issues; and
 

3) 	 a search for underlying principles and patterns leading
 
to the construction of an explanatory framework.
 

I interviewed the top management officials in the eight

selected companies. 
 A detailed, guided interview was conducted
 
with each gentleman.
 

The engineers and the master masons supervising the specific

projects were interviewed by personnel from Arag6n y Asociados,

who handled the interviewing process for the whole study. The

questionnaire was a modified and adapted version of 
Massey's

format.
 

In this report, it is 
assumed that the training situations
 
mentioned 
by the eight companies' representatives are

transferable 
 to the whole sector. Detailed information
 
establishing the reliability of the sample is included as
 
Annex 2.
 

22
 



Annex 2
 

GENERAL INFORMATION ON THE COMPANIES STUDIED
 

The 	objective of this study was to determine 
if unmet
 
training needs are in any way hindering the growth of an economic
 
sector that has the potential to provide a great number of jobs.

As such, it was vitally important to select active and healthy

companies that nonetheless could be experiencing meaningful unmet
 
training needs in the labor force they hire in the open market
 
and that could be in a position to do something to alleviate

these needs. Furthermore, the companies selected had to be able
 
to provide us with information on future gaps between what will
 
be required in the way of trained personnel and what will be
 
available.
 

The eight companies selected were chosen by experts in the

Guatemalan Construction Sector as having the necessary

requirements to qualify as representatives of a "growing

construction sector." All of the companies 
were willing to
 
cooperate. The companies chosen for the study shared 
the
 
following characteristics:
 

A. 	 They are involved in large construction projects

involving substantial sums of money.


B. 	 The number of jobs they provide at a given point in
 
time is large.


C. 	 They have a track record as established construction
 
companies.


D. 	 They are based in Guatemala City, with projects spread

throughout the country.
 

Size 	of the Contracts
 

The eight companies surveyed, in eight different
 
construction projects, 
are handling or will be handling in the
 
future a gross figure of Q276,100,000.00. The financing will
 
come from private banking institutions, private investors, the
 
Government and the national central bank, and, 
in one case, the
 
ATD Mission.
 

Aside from the eight ongoing projects, which the top

officials of the surveyed companies 
were 	asked to comment on,

these companies have some 24 other projects covering the five
 
areas of the construction sector discussed earlier. These
 
construction projects are distributed across the whole country.

The amount of money involved in these eight projects, together

with the number of projects the companies are currently handling

makes them active participants in the present and future growth

the construction sector in Guatemala.
 

23
 

http:Q276,100,000.00


Job Creation
 

For just seven out of eight of their projects, the companies

are in the position to offer some 1100 jobs. 
 A large majority of
 
these positions are temporary and directly related to actual
 
building. Aside from these job openings, the two major

construction projects reported the need to hire 250 
 more
 
employees (masons and assistant masons). 
 If so many jobs are
 
being offered in just seven projects, one could easily infer that
 
at least some 4,000 workers will be necessary to fill jobs in the

other 23 ongoing construction projects. The number of job

openings around the country that these companies are in the

position to 
offer makes them pillars of the construction sector
 
in Guatemala.
 

Number of years as Established Construction Companies
 

The eight selected companies have an average of 16 years of
 
experience as competitive local construction firms.
 

Five of the companies were established in the early 70's,

alid all of them went through the construction boom of 1976-1976,

which came as a result of the earthquake. Most importantly,

however, they were all able to survive during the extremely hard
 
times of the early 
1980s, when the construction sector went

through a severe recessionary period. The owners of these
 
companies should be considered veterans in the field.
 

Capital-based Companies
 

The eight construction companies are located in the capital,

however, six of them have ongoing projects outside the department

of Guatemala, and all of them have projects 
outside the city

limits. So one could say that the eight 
companies represent

construction training needs in the whole country. 
Moreover, when

asked where the labor force would come from when building in the
 
different departments, the employers replied that 
most would be
 
local workers. Personnel from the city would include the master
 
mason or the "bodeguero," which composes the small core staff of
 
the construction companies.
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Annex 3
 

SUBCONTRACTORS SURVEYED
 

The following list includes all the types of subcontractors
 
mentioned in the eight case studies.
 

a. 	 block, concrete slab, and asphalt laying

b. 	 sheet metal work (aluminum, window framing, false
 

ceiling)
 
c. 	 iron working (iron-works, metallic structures, metallic
 

doors)
 
d. 	 carpentry
 
e. 	 plumbing
 
f. 	 flooring
 
g. 	 elevator installation
 
h. 	 wells
 
i. 	 walls and drainage
 
j. 	 air conditioning and refrigeration, extraction of
 

gases, pumping equipment

k. 	 excavation, heavy machinery operation
 
1. 	 electrical
 
m. 	 freight hauling
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Annex 4
 

SHOULD THE PROSPECTIVE TRAINED CONSTRUCTION WORKER HAVE THE
 
OPTION TO GO ON TO THE UNIVERSITY?
 

Regarding the instructor's complaint that the university

does not recognize the diploma that Intecap gives his master
 
masons, an expert in training was asked to comment. He explained

that to have the university recognize Intecap's diploma would be
 
a great mistake, because the construction sector would be losing
 
a trained worker to the university.
 

When asked to comment further on the subject, he pointed out
 
how the vocational schools make a terrible mistake by spending
 
money on vocational training, but providing the students with a
 
Bachelor's Degree, which makes them leave the labor force for the
 
more 
glamorous world of the university. Instead of having a

good worker, Guatemala ends up having just another individual who
 
never finishes a career or works in his area of expertise.
 

He stressed that although the individual has the right to

choose what to study and to pursue a university education, if he

takes the place and uses the resources that could be available to
 
someone who has the desire and vocation to be a good worker, he
 
should not go to a vocational school.
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I.EXECUTIVE SUMMARY 

IN 1979 TOURISM BECAME THE SECOND LARGEST SOURCE OF FOREIGN 
EXCHANGE (AFTER COFFEE) BRINGING A LITTLE OVER TWO HUNDRED MILLION 
DOLLARS TO GUATEMALA. DUE TO POLITICAL UNREST IT DECLINED GRADUALLY 
AND REACHED ITS LOWEST LEVEL IN 1984. SINCE 1985 IT HAS BEEN GROWING 
AT A STEADY PACE: IN 1987 ALONE, REVENUE DERIVED FROM TOURISM ROSE 
BY 32/ FROM THE PREVIOUS YEAR. IFTHE TREND CONTINUES THERE WILL BE A 
LARGE DEMAND FOR TRAINED PERSONNEL. CURRENTLY MOST OF THE TRAINING 
IS DONE IN-HOUSE WITH THE HELP OF SOME COURSES OFFERED BY THE 
"INSTITUTE FOR TECHNICAL TRAINING AND PRODUCTIVITY" (INTECAP). THE 
MAIN PROBLEM WITH INTECAP IS THAT IT OFFERS ONLY A TOURIST GUIDE 
PROGRAM AND THE REST ARE ONLY INDEPENDENT COURSES WHICH ARE AT 
BEST ONLY A COMPLEMENT TO IN-HOUSE TRAINING. BESIDES INTECAP, THERE 
IS NOT A SINGLE INSTITUTION IN GUATEMALA OFFERING FUNCTIONAL 
TRAINING PROGRAMS FOR THE TOURISM TRADE. 

ALMOST ALL OF THE INTERVIEWERS EXPRESSED THEIR BELIEF IN THE NEED FOR 
TOURISM TRAINING PROGRAMS. THEY TEND TO DISAGREE AT WHICH LEVEL OF 
OPERATION SUCH PROGRAMS SHOULD FOCUS UPON, BUT IT IS THE OPINION OF 
THIS CONSULTANT THAT THE NEED EXISTS AT ALL THREE LEVELS: EXECUTIVE, 
SUPERVISORY AND OPERATIVE. 

THE "GLIATEMALAN TOURIST COMMISSION" (INGUAT) IS CONSIDERING TWO 
OPTIONS FOR THE CREATION OF A TRAINING ESTABLISHMENT: A REGIONAL 
TRAINING CENTER WHICH WAS PROPOSED AT THE LAST MEETING OF THE 
"CENTRAL AMERICAN SECRETARIAT FOR TOURISTIC INTEGRATION" (SITCA) 
OR ESTABLISHING A GUATEMALAN TRAINING CENTER. CURRENTLY THERE ARE 
TWO FACILITIES AVAILABLE WHICH COULD HOUSE EITHER OPTION. 

GOING OVER THE MATERIAL PRESENTED HERE, THE READER WILL ARRIVE AT 
THE CONCLUSION THAT THE NEED FOR TRAINING EXISTS. WHETHER SOMETHING 
IS DONE DEPENDS ON THE POLITICAL, THE FINANCIAL SITUATIONS AND OTHER 
CONSIDERATIONS NORMALLY ATTACHED TO ANY PROJECT, BUT ONE THING 
MUST BE REMEMBERED AT ALL TIMES: REGARDLESS OF THE AVENUE CHOSEN (IF 
ANY) IT MUST INCLUDE NOT ONLY THE INPUT BUT MUST ALSO HAVE THE 
APPROVAL OF THE PRIVATE TOURISM SECTOR (THROUGH THE GUATEMALAN 
CHAMBER OF TOURISM--CAMTUR) ELSE IT WILL INDUBITABLY FAIL. 



II.RESEARCH OBJECTIVE 

The main objective of this exploratory study was to determine and identify 
general personnel deficits and training needs in the tourism industry and to 
recommend training interventions which can help to correct them. 

III. RESEARCH SCOPE 

The study focuses on all levels of operations: executive, supervisory, and 
operative; and it covers all activities related to the private sector of the 
tourism industry, namely, transportation, hotel and food service, 
information services, and tour arrangements. The study also includes an 
overview of the formal tourism training available in the area. 

This study covered the most visited areas of Guatemala: Guatemala City, 
Antigua, Lake Atitlan, Chichicastenango, Tikal and its surroundin gs, and 
Quezaltenango. Such a geographical area was chosen because of the heavy 
concentration of touristic activity and the time constraints of this study 
(see section V). For further information see Appendixes b and c. 

IV. METHODOLOGY 

A convenient way to obtain inforrhation for an exploratory study is to 
discuss the problem with various experts. Such discussions are very 
informal and a flexible questionnaire is used. An expert is defined in this 
context as anyone with knowledge relevant to the problem under 
consideration. This technique is called "EXPERT OPINION SAMPLING", and it 
was the main source of information for this study. Experts from each 
tourism activity (see section III above) were selected and interviewed, and 
their opinions relating to the personnel needs from each activity were 
consolidated and are included in separate sections of this report. 



SAMPLE SELECTION: 

Experts were selected from a membership list which the Guatemalan 
Chamber of Tourism (CAMTUR) provided. Such selection was not made on a 
random basis, but on the basis of their known expertise. 

SAMPLE SIZE: 

No more than six experts from each tourism activity were interviewed. 
Such a number is considered to be optimum, since it allows for a good cross 
section of ideas and minimizes the risks of relying too heavily on few 
opinions. 

Short case studies are included when appropriate to help illustrate the 
personnel needs and the level of skill available in the market. 

To further validate the experts' opinions, short questionnaires were 
designed and distributed among employees to determine their .current 
educational level, their tourism education (if any), their language skills, 
etc. Such questionnaires were distributed by and with the approval of 
participating tourism experts. Note that this was a convenience sample, the 
data was not subjected to any statistical analysis except tor simple 
tabulation. The results are compared to the experts' opinions and to some of 
the secondary information available. The sample has sixty eight 
questionnaires. Such an arbitrary number was picked because participation 
was subject to approval and on a voluntary basis. 

V. RESEARCH LIMITATIONS 

The only major limitation this study had was the short time available to 
conduct it, since the whole project-which covered a large geographical 
area-had to be completed within 19 days. 



VI. RESULTS 

6.1. TRAINING INSTITUTIONS 

6.1.1. Guatemalan Tourist Commission (INGUAT) 

INGUAT has offered few tourism related courses in the past but they have 
been sporadic. There are rumors that INGUAT may start a training school 
with the cooperation of the European Economic Community, but the current 
"Treaty for Technical. Assistance" does not include anything related to the 
training of tourism personnel. The beforementioned treaty contains only 
assistance related to tourism administrative issues. 

According to Arq. Julio Fonseca, (Assistant Director of INGUAT) INGUAT has 
been looking into several possibilities for establishing a training school for 
the tourist trade. There have been talks with the government of West 
Germany, who is studying the project. Another option was brought up in the 
last meeting of the Central American Secretariat for Touristic Integration
(SITCA) who is studying the possibility of opening a Central American 
training center. It this idea carries through, such a school would be located 
in Honduras because they already have the facilities available. Such 
facilities were built, but they were never habilitated. According to this 
source, if the Honduran project does not come through, INGUAT will start its 
own project in a facility located near the town of Amatitl n (not to be 
confused with Lake Atitl.n). 

INGUAT is very conscious of i,,; need for trained personnel because they
know that besides INTECAP ( ,ee sub-section 6.1.2) there is not a single 
program to train personnel for the trade they represent. 



6.1.2. INSTITUTE FOR TECHNICAL TRAINING AND PRODUCTIVITY
 
(INTECAP)
 

INTECAP is a governmental institution whose main function is to train 
technical personnel. Its funding comes from the 1% payroll tax specifically 
created to fund the institution. INTECAP offers several courses in many 
disciplines. Courses are offered at the request of an employer or trade group 
and they average forty hours. They also offer short technical careers, only 
one of which is related to tourism (tourist guides). They offer several 
tourism courses to* train waiters, receptionists, bartenders and kitchen 
staff. Out of twenty experts interviewed who mentioned INTECAP as a 
source of training currently available, fifteen consider the contents and 
quality to be adequate. The main problems they see with INTECAP are the 
fact that the courses can only be used as a complement to in-house training, 
and they are only available close to urban areas. The quality tends to vary 
depending on the teachers, whose pay is oftentimes lower than average. 
Nevertheless, INTECAP courses are almost the only source of institutional 
training available these days and they are widely used. Each sub-section 
(6.2, 6.3, 6.4 and 6.5) includes a "Source of Training" table and the 
"Combination" column shows the number of employees which have been 
trained with a combination of in-house and institutional training. In most 
cases (at least 90%) such institutions was INTECAP, which proved that the 
courses offered are acceptable to the trade, at least as a complement to in
house training. 



6.1.3. RAFAEL LANDIVAR UNIVERSITY 

Landivar University, the Jesuit university of Guatemala, started its Tourism 
Technician and its Bachelor in Tourism programs (3 and 5 years long 
respectively) in the late seventies at tl'e peak of the tourism boom. They
started phasing them out in 1994 when tourism as an economic activity had 
already declined significantly (see appendix a) and the programs'
recruitment dropped. Out of the few experts who mentioned it (4) all of 
them claim that the programs were inadequate. The curriculum focused too 
much on the humanities and too little on the practical side of tourism. 
According to Mr. Arnoldo Escobar, former dean of the School of Humanities 
and founder of the program, since its inception the program made little 
emphasis on the administrative areas and it was never upgraded. Most of the 
programs' graduates work either in non-tourism related fields or they have 
posts within INGUAT. The whole idea can be best exemplified by a 
conclusion found in a group study (thesis like) done as a graduation
requirement, quote: "3. The fundamental objective of the University (Rafael 
Landivar) is to form professionals who can work as planners conscious of 
the evolution and development of tourism for the advantage of Guatemala. 
The reality of the current situation is not consistent with such a 
fundamental objective."1 

1 PLACE OF THE TOURISM TECHNICIAN WITHIN THE TOURISTIC ACTIVITY. 1984. RAFAEL LANDIVAR 

PRESS 



6.1.4. FEMININE INSTITUTE OF HIGHER STUDIES (IFES) 

a education 
group called "Opus Dei". They offer technical and bachelor degrees in 
Domestic Sciences (3 and 5 years respectively) which would be somewhat 
equivalent to hotel and institutional management. Some of their 
programs-including the two already mentioned-are accredited by the State 
School System, who is in charge of granting accreditation to the 
institutions of higher education in the country. 

IFES i,.;higher institution affiliated to a conservative religious 

IFES' programs were mentioned only by four of the individuals interviewed, 
two of which had heard of them but did nut know much about them. Of the 
other two, only one of them rated them as adequate in content and quality,
while the last one rated the programs as inadequate, particularly in terms 
of convenience. The main problem with this institution is the great gap
which exists between the social class of its students and the low social 
status and pay for the entry level positions available in the hospitality
industry. The institution can not offer much of a scholarship program since 
the group which runs the school still has its financial commitments tied up
with the facility which houses IFES, hence people without financial 
resources are not able to attend this school.1 

1 SOURCE: MARIA E.AMADO PH.D., DIRECTOR, IFES
 



6.2. TRANSPORTATION 

The headquarters of the tourism related businesses are heavily centralized 
in Guatemala City. This can be easily understood considering that in 1987 
alone 48% of the tourists entered through the capital's airport' and in the 
same year 90.98% of them visited Guatemala City (see Appendix c). Most 
modes of local transportation, tours and even provincial hotel 
accommodations are arranged at the capital, which explains why, with the 
exception of the provincial hotels, most cf the interviewing took piace in 
Guatemala City. 

Seven transportation companies participated in this study: 4 airlines and 3 
car rental services, ranging from 53 to 17 employees. All the experts
interviewed agreed on the need to establish a tourism training program. 
They differ at the level(s) which such an establishment should cover, but 
most of them agree it should cover the supervisory and the operative level. 
and three of them believe it should cover all levels of operatior. including
executive training. Six of them would let their employees participate if new 
training programs were created and four of the experts believed their 
companies would pay for the training costs involved, at least partially. 

Total Number of: Source of Training 
Occupation Employees Jobs* In House institution Combination 

Luggage Handlers 11 11 9 2 
Passenger Service 28 43 28 
Sales 28 28 16 12 
Middle Management 14 29 14 
Reservations 6 6 6 
Rental Agents 23 23 15 8 
Maintenance 39 39 39 
Bookkeeping 12 27 12 
Other 7 7 5 2 

Table 6.2: SOURCE OF TRAINING BY OCCUPATION 
'Includes Vacancies and New Positions 

1 SOURCE: GUATEMALAN IMMIGRATION SERVICE. DATA PROVIDED BY INGUAT'S STATISTICAL DEPT. 



A good portion of the recruiting is done by word of mouth, but they also use 
newspaper ads and employment agencies. 

Knowledge of a second language is required for most positions (except for 
luggage handlers and maintenance) as well as a high-school degree. 

The great majority of the persons interviewed did not know much about 
their personnel turnover. Also notice that since most of the training is done 
either in-house only or combined with another institution (mainly INTECAP) 
the quality of the training was rated as adequate. The same applies for 
sections 6.3, 6.4 and 6.5. Keep in mind that this is an exploratory study, and 
the data provided does not represent but a portion of the tourism industry. 

6.3. HOTEL AND FOOD SERVICES (GUATEMALA CITY) 

The needs for trained personnel tend to vary from the c-pital to the 
provincial areas, that is why a separate sub-section deals with hotels and 
food services outside Guatemala City. 

Six hotels participated in this study, ranging from 520 to 85 employees. A!l 
of the experts interviewed agreed on the need to establish a tourism 
training program. Two of them believe it should cover all levels or operation 
(executive, supervisory and operative). What most of them (5) agree is that 
such a program must cover at least the operative level, and four of the 
experts believe the program should include the supervisory level. All of 
them indicated that is such a program was started they would allow their 
employees to participate and the hotels would cover the costs at least 
partially (meaning the employee would pay for the remaining portion). 



Total Number of: Source of Training 
Occupation Employees Jobs* In House Institution Combination 

Kitchen 208 275 49 159 
Waiters & Restaurant 301 - 593 144 157 
Bar Tenders 25 25 
Bell Boys 25 31 25 
Cashiers 16 33 16 
Receptionists 90 130 44 46 
Sales 7 9 7 
Stewards 161 204 66 95 
Laundry 37 19 18 
Maintenance 275 329 122 153 
Middle Management 37 23 14 
Other 50 52 41 11 

TABLE 6.3: SOURCE OF TRAINING BY OCCUPATION 
*Includes Vacancies and New Positions-Incomplete (Half of the participants did not provide this 
information.) 

Recruiting methods: Newspaper ads and word of mouth. 

English is a requirement for employment for all jobs which have contact 
with the customer. A high-school degree is also required for most jobs. 

6.4. HOTEL AND FOOD SERVICE IN PROVINCIAL AREAS 

Ten provincial hotels participated in this study, ranging from 141 to 13 
employees. All ten individuals interviewed believe there is a need for a 
tourism training program. Five of the "experts" agree that such a program 
should cover mainly the operative level and four of them believe it should 
cover all levels of operations. All ten of them would also allow their 
current employees to participate in the program and their businesses would 
cover the costs at least partially. It is important to notice that at least 
five of the ten individuals interviewed are not only managers of the firm, 
but they also own the facilities. In the province, the corporate ownership 
tends to fade and so does the existence of professional managers. 



Total Number of: Souice of Training 
Occupation Employees Jobs' In House Institution Combination 

Kitchen 93 124 74 19
 
Stewards 64 77 57 7
 
Receptionists 54 58 52 2
 
Waiters & Restaurant 129 187 101 28
 
Bar Tenders 32 47 20 12
 
Maintenance 69 70 65 
 4 
Bell Boys 18 20 18 
Security 20 22 20 
Bookkeeping 37 38 33 4 
Sales 16 16 16 
Laundry 17 22 17 
Reservations 4 4 4 
Tel. Operators 3 3 3 
Middle Management 32 32 32 
Other 18 19 16 2 

-m 

TABLE 6.4: TYPE OF TRAINING BY OCCUPATION 
*Includes Vacancies and New Positions 

In provincial areas most recruiting is done by word of mouth. The only 
positions recruited through newspaper ads and/or employment agencies are 
the managerial positions. 

The only position where a second language (English) is always required is 
receptionist; even though knowledge of another language is desirable for 
many other positions, it can not be a job requirement because of the 
scarcity of bilingual personnel. Previous experience is oftentimes a job 
requirement. 

Turnover in provincial areas seems to be a lot lower than the turnover in 
Guatemala City. (This does not apply to Antigua, perhaps because of its 
proximity to the capital.) Availability of personnel for this industry is so 
low that some hotels prefer to rotate personnel from one post to another 
rather than firing them. Motivation of provincial personnel is also a hard 
task (see Appendix e). 

There are two first class hotels b6ing built in the Tikal area. One of them is 
part of Camino Real Hotels (Westin) and because of its affiliation it should 
not have any trouble training its personnel (scher;uled to open towards the 
end of 1989.) The other hotel, "Villa Maya", is scheduled to start operations 



at the end of 1988. According to the manager of the Hotel Maya 
International-Mr. Hector Moscoso-also the regional manager of Servicios 
Turisticos del Peten (which owns both hotels), the Villa Maya project 
includes a small training facility, even though they are not sure where the 
trainers will come from. 

6.5. TOUR ARRANGEMENTS 

Six agencies participated in this study, ranging from 60 to 6 employees. 
There is some duplication here, because two of them are not structuraliy 
separate from hotels; in both instances the hotels and the tour services do 
not operate independently from each other. 

Five of the individuals interviewed believe that there is a need for a 
training establishment for the tourism trade. All of them would allow their 
current employees to participate in the programs offered by such an 
establishment and five of them would help to cover the costs of such 
training at least partially if not totally. It is the opinion of three of them 
that the establishment should offer programs at all levels of operations, 
while two of them said the programs they need the most would be at the 
operative level. 

Total Number of: Source of Training 
Occupation Employees Jobs* In House Institution Combination 

Receptionist 7 9 7
 
Guides 23 46 20 
 3 
Sales & Ticketing 23 26 
Bookkeeping 18 21 18 
Middle Management 3 4 3 
Other 24 27 23 1 

Table 6.2: SOURCE OF TRAINING BY OCCUPATION 
*Includes Vacancies and New Positions 

Recruiting is mostly done by word of mouth, though some newspaper 
advertising is also used. 



Job requirements are good knowledge of a foreign language and a high school 
degree. Guides are required to have undergone tourism guide training 
(INTECAP) and to be registered at INGUAT (sometimes) besides the 
knowledge of at least one foreign language. 

6.6. INFORMATION SERVICES 

All of the tourism information services are administered by the Guatemalan 
Tourist Commission (INGUAT) which has twelve information centers 
throughout the country. Their staff is at least bilingual, but they oftentimes 
speak several languages. This study does not include INGUAT's training
needs because INGUAT is a governmental institution, while this study deals 
exclusively with the needs of the tourism private sector. 

Even though private institutions are not formally in charge of providing
information, their employees do what they can to assist tourists when 
information is requested. Normally, these employees have had little or no 
training to provide general tourism information. Case study 2 illustrates 
what a local hotel is doing about this problem (see Appendix f). 



6.7. SUGGESTIONS 

The "Experts" questionnaire recorded the suggestions they had to offer. This 
sub-section includes those which were mentioned most often and those 
which the consultant considers most relevant (not presented in any 
particular order.) 

* 	If a training program is to be effective, it must reach the provincial
 
areas.
 

" Training programs for current employees must be flexible, during off
peak ours, and during off-peak season. Many employees earn tips. No work, 
therefore no tips, therefore no interest in courses. 

* 	Train trainers. 

* 	Most trainers which come from abroad to INTECAP are European while the 
second largest group of tourists come from the United States (first are 
Latin Americans). The needs from European to American tourists vary 
greatly. 

* 	Training should be kept up-to-date. 

" Training programs should include human relations and cultural aspects of 
Guatemala 

* 	Training programs should include not only theory but also a lot of 
practice. 

" Trainees should be taught how to become more aggressive and more 
nationalistic. This would help tremendously when selling their "product". 

* 	A tourism personnel bank would be of great help to the industry. 



* 	There must be communication between training institutions and the 
tourism industry as a whole. 

* 	Training programs must include foreign landuages, for example: The 
Japanese tourism market-large and affluent-is completely unexploited 
duu to the lack of Japanese speaking personnel. 



6.8. EMPLOYEE QUESTIONNAIRE 

The questionnaires were passed to employees working at supervisory and 
operative levels (see section IV) and they were answered voluntarily. The 
return rate was less than expected since less than half of them were 
returned. The total number of questionnaires answered was 68. Keep in mind 
that this was a convenience sample from where no statistical 
representation can be inferred, but the result can help to provide a better 
picture of the educational level of current employees. 

n=68 

Grammar school completed: 61 (89.7%) 
High-school or equivalent completed: 41 (60.3%) 
Four years of college completed: 2 (2.9%) 
Good knowledge of: English 33 (48.5%) 

Italian 6 (8.8%) 
French 3 (4.4%) 
German 2 (2.9%) 

Hotel, tourism, transportation 
courses taken: 37 (54.4%) 

According to statistics provided by INGUAT's Statistical Department in 
1987 more than eighty five thousand people came from the United States, 
11,402 came from Germany and 10,451 came from Italy,' those being the 
non-Spanish speaking countries where most tourists come from. If one 
compares the results from the questionnaires and the data provided above, 
it becomes a possibility that foreign languages should be included as part of 
the training programs. (Remember that the sample was not random and it is 
not statistically representative.) 

1 SOURCE: TOURISTS ACCORDING TO NATIONALITY. 1986-1987. INGUAT
 



VII. CONCLUSIONS AND RECOMMENDATIONS 

A look into "Appendix a" provides a clear picture of the growth tourism has 
experienced in the past years. If the trend continues, there will be a,, 
increase in the demand for trained personnel, and at present time there are 
not functional training programs for the trade. The fact that most of the 
training was rated as adequate is rather meaningless, because most of it is 
provided in-house (by the interviewees themselves in many instances) with 
some technical assistance provided by INTECAP's courses. In reality, the 
kind of service provid.ed varies greatly and can even be poor, especially at 
the smaller firms and in provincial areas. 

.The need for specialized training clearly exists, and even though the experts 
did not agree at which level of operation, this consultant believes that such 
training is necessary at exei'utive, supervisory and operative levels. 

What can be done? A possible solution would be to fund programs such as 
INGUAT's or IFES' (mentioned in sub-section 6.1.). Another solution would be 
to provide trainers for INTECAP. Rafael Landivar University is currently 
considering the reactivation of its programs where they could definitely use 
a lot of technical assistance. Scholarships abroad are yet another 
possibility, but their cost is usually high and it can only benefit a few. 

There are many options, but regardless of the one(s) chosen, the tourism 
private sector must be allowed to provide its input, and the execution of 
programs must count with its approval, else the projects will indubitably 
fail. (This was also one of the conclusions in a similar study conducted by A. 
Gonzales Duperly in 1984 titled "Education, Employment and Tourism" 
sponsored by the Organization of American States. This consultant chose not 
to use it as reference because it was done in 1984 when tourism reached its 
lowest level in the past 10 years. See Appendix a.) 

http:provid.ed


Appendix a 

Chart NQ 13* 

Income Derived from Tourism 
Years 1980-1987 

YEAR NUMBER OF TOURISTS 
INDEX 

1980=100.0 
INCOME 

(in millions of US$) 
INDEX 

1980=100.0 

1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 

466,041 
328,878 
233,881 
235,166 
191,934 
251,946 
287,460 
352,741 

100.0 
70.6 
50.2 
50.5 
41.2 
54.1 
61.7 
75.7 

183.5 
131.2 
86.6 
61.7 
56.6 
67.2 
76.9 

102.0 

100.0 
71.5 
47.2 
33.6 
30.8 
36.6 
41.9 
56.1 

Total 2,348,027 766.6 

SOURCE: NUMBER OF TOURISTS, GUATEMALAN IMMIGRATION SERVICE; 
INCOMESTATISTICS DEPT. INGUAT 



Appendix b 

Map of Guatemala with the mostimportant tourist attractions 

MEXICO .. 

A." = BELIZE 

EL SALVADOR 

( Guatemala City

Q Antigua (28 miles )
 
( Lake Atitlan (91 miles)
 

@ Chichicastenango (90 miles)
 
( Tikal (329 miles-commercial flights available)
 

( Quezaltenango (127 miles) 
* All approximate distances measured from Guatemala City 



Places Visited 

1. Guatemala City 
2. Antigua 
3. Lake Atitlan 
4. Chichicastenango 
5. Tikal 
6. Quezaltenango 
7. Rio Dulce 
8. Huehuetenango 
9. Other Places 

* Source: Statistical 

(INGUAT) 

Appendix c
 

From Chart 15*
 

Places visited by tourists
 
(1987) 

Number of Tourists Percentage of Total 

320,934 90.98% 
143,467 40.67% 
99,731 28.27% 
55,357 15.69% 
43,403 12.30% 
30,604 8.68% 
20,922 5.93% 
13,984 3.96% 
82,834 23.48% 

Department "Guatemalan Tourist Commission" 



Appendix d 

EXPERTS INTERVIEWED 

TRAINING RELATED INSTITUTIONS 

- Mr. Horacio Paganini, Dept. Chief, INTECAP.
 
- Mr. Arnoldo Escobar, Former Dean, School of Humanities, Rafael Landivar
 

University
 
- Mr. Angel Velasquez, Rafael Landivar University
 
- Ms. Maria E. Amado, PHD, Director IFES
 

TRANS ORTATION 

- Mr. Manuel Guerrero, District Manager, SAHSA & President of the Local
 
Airline Asoc. (ALA)
 

- Ms. Isabel Arenales , TACA AIRLINES
 
- Ms. Liliana Guardallo, Personnel Manager, IBERIA
 
- Mr. Rene Debroy, General Manager, AEROQUETZAL
 
- Ms. Lyn Rogers, Personnel Manager, HERTZ
 
- Ms. Elena Campollo, Dollar Rent-A-Car
 
- Mr. Fernando Rodriguez, General Manager, National Car Rental
 

HOTEL AND FOOD SERVICE 

- Ms. Anabella Solares, Public Relations, Hotel El Dorado 
- Ms. Iliana Orellana, Personnel Manager, Hotel El Dorado 
- Mr. Bernard 3aprez, General Manager, Hotel Camino Real (Westin) 
- Ms. Maria Sosa, Personnel Manager, Hotel Camino Real (Westin) 
- Mr. Byron Medina, Acting Personnel Manager, Hotel Conquistador 

(Sheraton) 
- Ms. Aminta Salazar, Assistant Manager, Hotel Panamerican 
- Mr. Carlos Mendizabal, Personnel Manager, Hotel Guatemala-Fiesta 
- Mr. Romeo Tello, Assistant Manager, Hotel Del Centro 
- Mr. Hugo R. Tun, Manager, Hotel Jungle Lodge 
- Mr. Hector Moscoso, General Manager, Hotel Maya Intl 
. Mr. Alfonso Zetina, Owner-Manager, Hotel Tzquina-Ha 
- Mr. Franz Ippisch Beyer, Gral. Manager, Hotel Del Lago (Biltmore) 
- Mr. Guillermo Leon, Manager, Hotel Del Campo 



Appendix d (continued)
 

- Mr. Jorge Bonifaz, General Manager, Pension Bonifaz 
- Mr. Enrique Magermans, General Manager-Owner, Hotel Santo Tomas 
- Mr. Marvin Giron, Assistant Manager, Hotel Mayan Inn 
- Mr. Gustavo Samayoa, General Manager, Hotel Antigua 
- Mr. Guillermo Bonifaz, Assist. Manager, Hotel Ramada 

TOUR ARRANGEMENTS 

- Mr. Guiseppe Caneba, President, ECA TOURS 
- Ms. Maria Fernandez, General Manager, Viajes Tivoli & President of 

Travel Agents Asociation 
- Ms. Suzanne Rogers, General Manager, Clark Tours 
. Ms. Rosa Marroquin, Personn. Manager, PANAMUNDO 
- Mr. Hector Moscoso, Servicios Turisticos del Peten 
- Mr. Hugo Tun, Jungle Lodge Tour Service 

INFORMATION SERVICES 

- Arq. Julio Fonseca, Assistant Director, INGUAT 

OTHER 

- Ms. Iris M. Reyes, Administrative Manager, CAMTUR 



Appendix e 

Case Study 1 

"MOTiVATION OF EMPLOYEES FROM RURAL AREAS." 
COURTESY OF HOTEL DEL LAGO-BILTMORE, ATITLAN. 

Hotel del Lago is a first class hotel, operated by Biltmore International, 
located in the little town of Panajachel, which is on the north shore of Lake 
Atitlan. The hotel employs seventy-three full time and thirty temporary 
employees, most of whom come from Panajachel and its surrounding rural 
areas. In the highlands of Guatemala, where most of the indian population
still lives, the family units normally cultivate a plot where they get corm 
and beans. They raise their own chickens and pigs, hence loosing a Job means 
only lost income which does not equate to the lose of the means for 
survival, as it would in the city. 

Hotel del Lago pays all of its employees higher than minimum wages, but 
even this proved not to be an incentive. In a place where employ*ees are 
scarce, if they prove not to be efficient in the initial posts assigned to 
them, management prefers to rotate them rather than to fire them, since 
the replacement and training period would be too long. 

To create a feeling of belonging, management studied the option presented 
to them by the Guatemalan Workers Solidarity Union and proceeded to start 
the Workers Solidarist Associatioil. It operates as an employee cooperative
with its own employee board of directors, which manages the assets of the 
association. They run a cooperative savings and loan program, funded 
through a 5% paycheck deduction and matched with the same amount by the 
Hotel del Lago. They also have a coop store (they obtain wholesale prices
from industries affiliated to the solidarist movement) and are able to sell 
the products to themselves well under retail prices at a profit to the 
association. They have started a small corn mill operation which also makes 
money by milling to outsiders, and work is under way to start commercial 
pig breeding. 

After only five months of operation 95% of the employees belong to the 
association and the feeling of belonging it created has brought turnover 
down to zero (except for the few who are fired for major faults, i.e. 
stealing) 



Appendix f 

Case Study 2 

"LACK OF GENERAL CULTURAL BACKROUND 
AMONG TOURISM PERSONNEL." 

COURTESY OF HOTEL EL DORADO, GUATEMALA CITY. 

Hotel El Dorado is a five star hotel, formerly a part of the "Americana" 
chain. It is the second largest tourism institution with over four hundred 
fifty employees. 

One of the functions of the person in charge of public relations and 
concierge services is to provide general information to tourists who 
request it. The person in charge of this office, Ms. Anabella Solares, noticed 
that the needs for information went beyond the time she had available. She 
also noticed that tourists would ask any other employee for information 
when she was not around. She learned from the tourists themselves that 
they were often misinformed, which did not only fail to satisfy the guests'
needs, but was also creating a bad image: Guatemalans who do not knoaw 
about Guatemala. When Ms. Solares presented her budget for 1988 she 
included a training program for employees who have direct contact with the 
tourists. The program was approved and eighty people have been 
participating in the program on a voluntary basis. 

The program has included lectures and talks in history, art, folklore and 
general culture. It has in'.luded group visits to Antigua, Atitlan,
Chichicastenango and Guatemala City. In the latter, they have visited 
consulates, banks, museums, theatres and other points of interest. The 
program also included a complete tour of their own facility in order to get 
to know the different departments and services the hotel provides. Some 
other visits to places like Tikal are being planned. 

The employees will be tested to measure the efficiency of the program, and 
the results will be reviewed by management in order to justify further 
commitment of funds. 



TRANSPORTATION
 



Educational Programs: 

It is advisable that education and any other available resources be within reach of 
all those involved in the process of exportation. This is in order, not to diminish the 
recognition the present educational programs deserve, but to suggest that they should be 

complemented with the following programs: 

1. Program to Train Truck Drivers 

It is recommended that a school for Guatemalan truck drivers be established 
in Guatemala City. This should be a program of cooperation among truck 
companies in Guatemala, truck makers, and a training agency such as 
USAID. The goal of the school would be to produce drivers conscious of the 
role they play in the trucking industry, and of how appropriate driving habits 
can improve the use of the equipment. Those who graduated would receive a 
diploma which would be accepted as advanced training. The cost of such a 
school would greatly depend on how much assistance it would receive from 
large manufacturers of equipment. The Guatemalan Transportation 

Association tried to establish such a program on its own. They would be the 
ideal candidates to lead a new version of their plan. 

2. Program to Train Mechanics 

It is recommended that a school for mechanics be established in Guatemala 
City with the same arrangements as for the driving school. The objective of 
the course would be, not only to teach the mechanics the details about fixing 
and keeping-up heavy equipment, but also to show them how to recognize and 
measure the results of a successful maintenance program. Again, the 
graduates would receive a competency diploma. 

The cost of buying equipment and of establishing such a school c-Jld easily 
amount to $2 million, but, as well as with the driving school, there is 
assistance available from the equipment manufacturers. Assisting INTECAP 
would be the best way to conduct this program. 



3 Program for Training Administrators of Trucking Companies 

It is recommended that arrangements be made to hold a series fo seminiars 
for the administrators or future administrators of trucking companies. The 
goal of the seminars would be to introduce ideas to improve the efficiency of 
operations. In the long run, it is expected that such classes, correctly thought 
of and conducted, could eliminate empty return trips and thus cut in half the 
cost of transportation by truck. A more realistic estimate would be 15% 
reduction in truck costs through generally improved administrative 
practices. The presenters would have to be well-known experts in that field 

and obviously should be able to present in Spanish. A yearly budget of $75,000 
would be sufficient for six lecturers per year. If the lecturers could visit 
more than one country, the cost per country would be less. Following this 
same cc-icept, a training program for port supervisors could be held. 

Probably INCAE could be responsible for both the national and regional 

versions of this program. 
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Centro de Usos Multiples, Zona 5
 
Victorio Mendez Garrido
 

PEMEM
 
Carlos Federico Mora
 

Instituto Tecnico Vocacional de Quetzaltenango
 
Herbert N. de Leon Ovalle
 

Instituto Tecnico Vocacional"Enilianil
 
Consuelo de Espell
 

Centro de Usos Multiples, Zona 5
 
Gustavo Adolfo Crocker Sagastume
 
Alberto Reyes Aguilar
 

Instituto Tecnico Industrial "Georg Kerschensteiner"
 
Jorge Amilcar Tercero
 

Instituto Industrial El Progreso
 
Luis Rodolfo de Paz A.
 

Universities 

Universidad 	Rafael Landivar 
Daniel Borja
Arnoldo Escobar, Former Dean, School of Humanities 
Angel Velasques 

Industry and 	Business Associations 

Camara Empresial (CABM) 
Otto Becker, Gerente General 
Guillermo, Rodriquez, Coordinador de Exportaciones 

Camara de Industria 
Juan Luis Bosch, President 
Victor Suarez, Vice-President 
Jorge Santizo, Gerente 



Camara de la Construccion
 
Carlos E. Corado L., President
 
Eduardo de Leon, Assistant Manager
 

Gremial de Exportadores de Productos no tradicionales 

Haraldo Zaldivar, Sub-Gerente 
Irma Yolanda Calvillo de Arias, Jefe, Capacitacion y Asistencia Tecnica 

Camara de Comercio
 
Jona's Vasquez A., Gerente
 
Edgar Heinmam
 

Camara del 	Agro
 
Dieter Keller, President
 
Cesar Bustamante Arauz, Gerente General
 

Colegio de Ingenieros
 
Luis Eduardo Perez
 

CAMTUR (Chamber of Tourism)
 
Iris M. Reyes, Administrative Manager
 

Private Companies 

Aeeros Arquiteetonicos 

Julio A. Rivera E., President 

A.C. de Guatemala 

AICSA 

Banvi 
Soria Ramiro 

Best Manufacturer's 
Humberto Teos 

Cardiz 

Carlos Eduardo Dias, General Manager 

Pedro Aragon (Comosa) 

Cyasa 

Empacadero Industrial 
Carlos Caballer 

Extruduplast 

Cesar Osorio 

Fapco 



IBM
 
Herbert R. Fleischer
 

J & R Ropa 	Desportiva Femenina
 
Rudy Gradys
 
Frances McCall
 

Icoqua 

I. Santa Clara 

Prodisa 

Transportation 

Mr. Manuel Guerrero, District Manager, SAHSA & President of the Local 
Airline Asoc. (ALA) 
Ms. Isabel Arenales, TACA Airlines 
Ms. Liliana Guardallo, Personnel Manager, IBERIA 
Mr. Rene Debroy, General Manager, AEROQUETZAL 
Ms. Lyn Rogers, Personnel Manger, HERTZ 
Ms. Elena Campollo, Dollar Rent-A-Car 
Mr. Fernando Rodriguez, General Manager, National Car Rental 

Hotel and Food Service 

Ms. Anabeila Solares, Public Relations, Hotel El Dorado 
Ms. Iliana Orellana, Personnel Manager, Hotel El Dorado 
Mr. Bernard Caprez, General Manager, Hotel Camino Real (Westin)
Ms. Maria Sosa. Personnel Manager, Hotel Camino Real (Westin)
Mr. Byron Medina, Acting Personnel Manager, Hotel Conquistador (Sheraton)
Ms. Aminta Salazar, Assistant Manager, Hotel Panamerican 
Mr. Carlos Mendizabal, Personnel Manager, Hotel Guatemala-Fiesta 
Mr. Romeo Tello, Assistant Manager, Hotel Del Centro 
Mr. Hugo R. Tun, Manager Hotel Jungle Lodge 
Mr. Hector Moscoso, General Manager, Hotel Maya Intl 
Mr. Alfonso Zetina, Owner-Manager, Hotel Tzquina-Ha
Mr. Franz Ippisch Beyer, Gral. Manager, Hotel Del Lago (Biltmore)
Mr. Guillermo Leon, Manager, Hotel Del Carnpo
Mr. Jorge Bonifaz, General Manager, Pension Bonifaz 
Mr. Enrique Magermans, General Manager-Owner, Hotel Santo Tomas 
Mr. Marvin Giron, Assistant Manager, Hotel Mayan Inn 
Mr. Gustavo Samayoa, General Manager, Hotel Antigua
Mr. Guillermo Bonifaz, Assistant Manager, Hotel Ramada 

Tour Arrangements 

Mr. Guiseppe Caneba, President, ECA TOURS 
Ms. Maria Fernandez, General Manager, Viajes Tivoli & President of Travel 
Agents Association 
Ms. Suzanne Rogers, General Manager, Clark Tours 
Ms. Rosa Marroquin, Personnel Manager, PANAMUNDO 
Mr. Hector Moscoso, Servicios Turisticos del Peten
 
Mr. Hugo Tun, Jungle Lodge Tour Service
 



Private Volunteer Organization (PVOs)
 

ASINDES. (Asociacion de Entidades de Desarrollo y de Servicio no Gubernamentales de
 
Guatemala).
 

Oscar Manuel Osorio
 

ASIES (Asocicion de Investigaciones y Estudios Sociales) 
R. Amilcar Burgos S. 

FUNTEC (Fundacion Tecnologica)
 
Juan Niemann, President
 
Francisco Aguirre, Director
 
Frenando Pullin, Executive Director
 

KINAL Foundation
 
Armando Secaira
 
Jorge Sittenfield, Vice-President
 

JUNKABAL 
Coralia F. M. Coronado 

Business and Professional People 

Ana del Rosario Rodr'guez de Cuevas - Consultora 

Dr. Francisco Beltranena - Politicologo 

Edward Greenberg - Agro-industrial 

Luis Felipe Escobar - Agro-industrial 

Technical Assistance Mission of West Germany - Francise Huber 

Rotary Club 
Luis F. Valenzuela 


