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EXECUTIVE SUMMARY
 

This report provides an assessment of skills development policy in Sri Lanka, from the
perspective of internal program efficiency (program design and implementation) and external 
program effectiveness (program impact). 

The report indicates that Sri Lanka's current strategy for skills development appears to besomewhat inappropriate for achieving the objective of maximizing future economic growth.
Existing policy is decidedly "equity-oriented," i.e., driven by the objectives of reducing
unemployment and alleviating poverty. WVhile skills development can assist in improvingaccess to future earning opportunities, it turns out to be rather ineffective in redistributing
cuirent incomes. Skills development does not create jobs (and subsequent incomes); it onlyallows them to be filled. Unless there is excess demand for labor (unfilled job vacancies),
or downwardly flexible wages, the short-term effects of training or vocational education can
be at best to redistribute unemployment or, at worst, to exacerbate frustrations. Therefore,
current policy has been somewhat misguided, in the sense of trying to use skill-development 
programs for purposes for which they are ill-suited. 

The result of this equity orientation has been a proliferation of underfunded institutions (nearly
3000), staffed by underpaid instructors and teaching curricula designed largely in isolation
from the needs and realities of the labor market to students who have very little real interest
in learning a trade. Placement rates for passed-through graduates of training institutions are
low: more than 50% of those who successfully negotiated some training or vocational
education program in 1983 remained unemployed by 1985. Thire has been a general but
cumulative deficiency in labor demand, relative to the increasing number of job seekers, inrecent years. The cumulative effects of political and ethnic unrest over the last seven yearshave significantly dimmed the labor market outlook as foreign investment has fallen and the
capital stock--both physical and human--has eroded. Offsetting or corrective policy has been
constrained by mounting budgetary and trade deficits. The infrastructure necessary to supportthe accumulation of capital and technology has seriously deteriorated, and there has been a 
contemporaneous "skill drain" to foreign labor markets. 

Although there is a mismatch between the outputs of the skill-development system and therequirements of labor markets, it is not so much a mismatch of skills as one of attitudes. A
significant but unknown number of young people seem to prefer to wait in the unemployment
queue rather than accepting what they perceive to be low-status jobs. Public policy (food
stamps, preferential hiring of the unemployed by the Government, and stipends for vocational 
training) appears to be supportive of this waiting game. 

Employers, having been bypassed in the process of policy formulation, have cut themselves
off from the outputs of skill- development programs. Survey results indicate that employers
are generally unaware of what happens in training and vocational institutions and are
predisposed to keep it that way. Respondents felt that their equipment and production
processes were so unique that they could not trust outside training for first-job hires. Several
employers responded: "Just give me someone who is motivated and trainable, and I'll teach 
him what I, want him to know." 
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In recent years, private businesses have had to deal with their own mounting problems:increased taxes to support defense and transfer expenditures; stagnation or decline in consumer
demand and investable funds; price controls; constantly changing Government regulations; and a deteriorating, inadequate infrastructure. Private-sector adaptations to these reinforcingconstraints have hardly been conducive to socially-productive human capital investments.Where feasible, employers have shifted to low-skilled production techniques, overstaffing toaccount for absenteeism and low productivity, scheduling that allows time for delays, thebreaking down of tasks into their simplest compor,ents, and low wages and selling prices.While wages are low, unit labor costs are not. The few skill investments that have been made are in firm-specific human capital, not in industry-general human capital. 

There are a great iria iy steps that could be taken to improve the skills-development systemin Sri Lanka or to promote greater private-sector participation in the process. The optionsrange f'rom the general (levy-grant system with tax credits for training) to the specific(technical assistance from larger to smaller firms; the upgrading of one teacher training collegeto a polytechnic school). Funds are in shorter supply than are good ideas. The essential pointis that a great many preconditions must be satisfied before any of the possible improvementsare likely to be effective. Rationalization of the compensation system (wage policy) wouldbe one such precondition. Effective partnerships--whether between the public and privatesectors or among different ministries within the public sector--presuppose a certain degree oftrust and commonality of purpose. For the moment, these appear to be lacking in Sri Lanka,so the symbiotic benefits of policy, or returns to scale, go unrealized. 

The demand for skills development should be looked on as a derived demand, derived,ultimately, from the services, products, and incomes those skills can generate. Current programs do not appear to be guided by such economic growth objectives. They appear,rather, to be a reaction to past macroeconomic failures and thus poorly positioned to fuel
future macroeconomic success. 

Admittedly, policymakers currently face a logical conundrum regarding skills development.
Economic growth ccn be facilitated by anticipatory human capital investments, yet growthprospects need to brighten before such investments can be induced. It is the view of theanalysts who prepared this report that the logical starting point should be with businessdevelopment, i.e., picking a few promising growth (export) areas, identifying constraints thatnow appear to be inhibiting that growth, and setting about to relax the constraints. Skills maybe one such constaint, and skills development policy thus has a supportive role to play in the 
process. 
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I. INTRODUCTION 

PURPOSE AND SCOPE 

report, prepared for USAID-Sri Lanka'sThis Program Office, is intended to serve asbackground for the next Country Development Strategy Statement. Other such backgroundpapers have been prepared on the topics of national budgets, poverty, and labor markets.particular report addresses the issue of human This 
resource development or, more properly, thesubset of human capital investments that are directed toward labor market outcomes. Thiscovers a range of programs designed to improve the quality of labor supply in Sri Lanka-education, training, vocational education, apprenticeship, work experience, etc. 

The scope of work governing this activity mentions a number of specific task requirements: 

" the preparation of an inventory of vocational education and skills training programs
operating in Sri Lanka; 

" the development of a procedure for assessing the cost-effectiveness of training
programs; 

* an assessment of private-sector, on-the-job skill development activities; 

* a review of factors affecting the provision of skills development in Sri Lanka, such as 
labor regulations; and 

* an assessment of the apparent cost-effectiveness of different modes of delivery for skills 
development (e.g., apprenticeship, on-the-job, institutional training, etc). 

Most assessments of skills development efforts in industrializing countries have criticizedpublic-sector, institutional approaches on a number of grounds: lack of linkages withemployers, irrelevant curricula, a bias in favor of theory over practice, low quality of questionthen logically follows: canHow the private sector be induced to generate more sociallyproductive skills development? That is, can the system be privatized? If someone wanted torely, in so far as is economically feasible, on private-sector-generated skills development, whatobstacles would he/she face and what gaps would likely remaiji after the obstacles were 
minimized? 

In pursuing this line of inquiry, we are guided by the principle that the mere identification ofconsumption or investment deficiencies (from a social perspective) is not sufficient justificationfor believing that those deficiencies must be corrected by public provision. Stated anotherway, the desire to insure the availability and consumption of meritorious goods does notnecessarily imply that those goods must be produced by the public sector. A distinction mustbe maintained between collectivity in production and collectivity in consumption. Analternative approach to public provision of meritorious goods is to identify the reasons whymarkets are not generating the desired outcomes and to change incentives or disincentives tobetter reflect social objectives or assessments of social costs and benefits. 
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This raid, it must be noted that no country in the world relies solely on the private sector toprovide skills development, and there are sound reasons for this. Skills are an input to thegrowth process ind to a certain degree must anticipate that process. In the nascent stagesof development, the private sector lacks resources and organization to effect the desired levelof human capital investment. Generally speaking, it is too small to be able to realize theinterdependencies in productivi'y that can result when a sufficient scale of human capitalinvi-otments is reached. Thus what we are looking at here is not a simple dichotomous choicebut rather, strategies for creating an effective partnership among the various social agents--Government, NGOs, employers, workers, etc. This requires, first, an assessment of the currentlevel of skills development in the country; second, an identification of gaps in that level orfin its composition; and, third, a further identification of the reasons for those gaps and points
of leverage for their closure. 

ORGANIZATION OF THE REPORT 

The remainder of this report is organized into six sections. The next section of this report setsout a policy framework for our assessment. This is necessary not only for intellectualconsistency, but also to stress the often overlooked verity that skills development is aparticular tool, suitable for particular problems. There is a temptation to overload skilldevelopment systems with objectives that they are not suited to achieve, resulting in resourcewastage and, worse yet, politically volatile frustration among participants. Labor preparationis not the same as labor utilization and a lack of jobs is not the same as a lack of access to
existing jobs. While we have attempted to avoid protracted discussion of abstract economictheory--as our objectives are limited and specific--some general issues are aired in an effortto identify likely constraints on human resource development in Sri Lanka and on future policy
options. 

Section III presents the results of our efforts to construct an inventory of information on skillsgeneration in Sri Lanka. That those results less thanare our initial aspirations--particularly
regarding private-sector skills development--is not only a source of disappointment but also 
a telling indicator of the state of human resource development policy in the country. There are a great many programs in operation, but these are generally underfunded and fragmented.
There is certainly no such thing as a "system" of skills development, which would induceprivate employers to switch to higher-skilled production processes. Although coordinating
bodies exist, the disparate activities are in no way coordinated. Nor does the set of programs
appear to be guided by broader macroeconomic objectives. 

Section IV provides an assessment of the inventoried programs from the perspective of theinternal efficiency of operations. This covers such questions adequacyas of facilities,
instructors, materials, and equipment, as well as outreach activities to students or emplcyers.
The source of this information is secondary data from two previous studies, discussions withGovernment officials, and a limited number of site visitations. Data on costs from theprevious section are analyzed, in so far as is feasible, but because the data were collected
for administrative, rather than analytical purposes they are not entirely suitable for the 
objectives of this report. 
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Section V attempts to address the question of the external effectiveness of programs, i.e., itprovides an assessment from the perspective of employers and labor market outcomes.assessment is based on the results of a previous 
That 

tracer study of program completors, as wellas a survey of 50 employers in and around Colombo and the Free Trade Zone in Katunayake.The latter survey, carried out by this mission, can hardly be called scientific in terms ofstatistical reliability, yet results are instructive. Those results, taken in combination withdiscussions with public officials, employer associations, unions, and representatives of nongovernmental organizations, yield a fairly consistent, if somewhat pessimistic, set ofconclusions. Employers in Sri Lanka have been so beset by the effects of internal ethnic andpolitical strife--and most recently the Gulf conflict--that skills development is one of the leastof their current concerns. They are worried more about immediate survival than about futuregrowth prospects. Investments are depressed and have been so for some time. This is truefor investments in the physical stock and in human capital as well. It will take a major effortto leverage resources from the private sector in partnership with the Government to expandthe skills base or productivity of the labor force. Also, a number of prior conditions will haveto be satisfied before that leveraging can begin. 

Section VI presents conclusions as well as a few options for consideration by USAID andthe Government. In discussing these options we are mindful of the fact that resources areextremely limited and that the best that can likely be hoped for, given the immediate outlook,is the creation of an environment that will be favorable to the resumption of normalcy and,
later, growth. 

Supporting appendices are presented at the end of Section VI. We would draw particularattention to Appendix A, which presents our efforts to outline a procedure for assessing thecost-effectiveness of ongoing training programs, since this is a specific task requirement withinour scope of work. We note that lack of data--particularly on wage profiles for completorsof training--has precluded the successful execution of this task. We offer a set of suggestionsconcerning improvements in the data base, but we further note that cost-benefit techniques arenot entirely relevant in the Sri Lankan case. Partial equilibrium analysis, such as cost-benefitcalculations, is not useful in measuring the broad macroeconomic effects of skills developmenton the relaxation of constraints on growth. For this, a general equilibrium framework isrequired, and partial program effects are nearly impossible to measure within such aframework. 



II. THE POLICY FRAMEWORK 

SRI LANKA'S DEVELOPMENT POLICY 

From the current vantage point, it is possible to identify two separate strands within thecountry's development strategy: a growth component and an equity (poverty alleviation)component. The first relates to policies and programs aimed at raising the potential growthrate of the economy through investments in infrastructure, agriculture, tourism, industry,services, and human capital, in an effort to stimulate development through the expansion ofexports or import substitutes. Policies to reduce, simplify, or rationalize regulations, to attractforeign investments, or to privatize government industries are also part of this growth
component of the general strategy. 

The second component includes programs at leftaimed "those behind": the un- orunderemployed, or those unable to work, whose needs are felt to 1,e too pressing to await thetrickle-down benefits of sustained economic growth (which itself may take some time toachieve). The capacity for public investments in the growth process is extremely constrained,and political imperatives require that distributional objectives not be ignored as that processtakes shape. The "Janasaviya" program, which provides investment capital for the poor alongwith in-kind and cash transfers, is one example of this targeted, poverty-alleviation, strategy.Others include food stamps, the free mid-day meal, and policy to give preference to the
unemployed in Government hiring.' 

Over the long term, the dual objecives of growth and poverty alleviation are largelycompatible and, to a significant degree, complementary. In the short run they are somewhatcompetitive, in that funds spent as transfers to the unemployed or impoverished are notavailable for such growth-enhancing investments as, say, the development of the infrastructure.Moreover, transfers may be financed in ways that particularly discourage investments and 
growth. 

SKILLS DEVELOPMENT 

Given the dual objectives of minimizing constraints on economic growth while at the sametime accomodating the needs of those currently at the margin of economic progress, thequestion then becomes, where does the class of tools known as skill development fit in? Or,
perhaps more importantly, where does it not fit? 

Many policymakers--not just in Sri Lanka, but all over the world--mistakenly look at skillsdevelopment as a short-cut to alleviating unemployment, which it is not. Skills development-training, apprenticeship, and vocational education--does not create jobs; it only allows them 

The wisdom of such policies is a matter of some debate in that programs that favor the unemployed provide incentivesto become or declare one's self as unemployed (Dickens and Lang, 1989). Having been discussed elsewhere(Kannapoan and Nelson, 1989), however, this issue is not addressed further in the report. 
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to be filled. Unless there is excess demand for labor at prevailing wage rates, or downwardlyflexible wages, skills development programs run the risk of raising expectations beyond thecapacity of the labor market to provide jobs for program completors. Within labor-surpluseconomies, such as Sri Lanka, reductions in unemployment generally require the expansion ofjobs through growth or special employment creation projects. There are few feasible shortcuts. 

In the short term, the appropriate objective of skills development is to reduce the number ofunfilled job vacancies (if they exist), to increase the productivity of the work force, or toprepare the way for future absorption of capital or technology. All three goals imply, andare in fact driven by, the objective of increasing output and incomes. For the longer term,skills development can in reducingbe useful constraints perceived to be limiting economicdevelopment--such as a lack of skills, which is perceived to be an impediment to theintroduction of improved capital and technology. Here the idea is to raise the relativeproductivity of labor vis-a-vis capital, and to encourage employers to utilize laborcomplementary capital. wouldThis permit economic giowth paths to be more labor
absorptive than in the absence of skills development. 

Here again though, it must be stressed that the effectiveness of such a strategy dependscrucially on the condition of sustained growth. Many countries--Sri Lanka included--havewasted significant sums of mcnzy on training facilities built in anticipation of economicgrowth that later failed to materialize.2 This suggests that policies for skills preparation shouldbe kept in balance with plans and policies for skills utilization. 

Regarding the equity component of the strategy, skills development can be useful in prepa;ingtransfer recipients for their eventual transformation into productive agents of growth oncedevelopment has advanced beyond a point of sustained take-off, and in minimizing transfercosts during the waiting period before that point is reached. In this case, skills developmentis used to increase the effectiveness of transfers, thereby reducing the requisite level of fundsnecessary to achieve targets of poverty alleviation. This is the rationale behind the notion ofself-employment or small business schemes for poor. hope thatthe The is once suchbusinesses become self-sustaining, further transfer requirements will be reduced and otherfamilies in the poverty queue can be assisted. It is with this component where nongovernmental organizations can be most useful, by increasing the productivity of transfers. 

Although the broad question of poverty alleviation clearly extends beyond the specific issueof skills development, we would offer three observations on this point, in passing. First, thekinds of skills necessary for self employment and small industry development are quitedifferent from those normally considered under vocational training. Second, the kinds ofactivities usually pursued under these sorts of schemes are themselves more likely to beredistributive than productive in nature, from the social perspective. The purchase ofrickshaws or bajajs does not, in itself, increase passenger miles travelled and so may merelyenrich a few fortunate recipients at the expense of previous transport operators. Third, suchschemes generally involve at least marginal expenditures on capital or supplies. When they 

2 The converse is occasionally true as well. Capital flows from Hong Kong after the Tianamen Square incident went 
to Malaysia and Thailand, not to Sri Lanka. What role technical skills played in that diversion is anyone's guess,but it was certainly not a positive feature for Sri Lanka. 
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fail--say, as a result of an economic downturn--what is lost is more than consumption rights,
but assets as well. In any event, ioans to the poor can only be as effective as the uses towhich they are put and thus there is no guarantee that such programs will be any more
efficient than simple cash transfers. 

cost 
The experience of the Grammeen Bank in Bangladesh

is encouraging in this regard, but early setbacks in that experience are instructive as well. 

THE CURRENT LABOR MARKET SITUATION 

A fair amount has been written about the dimensions and causes of unemployment in SriLanka (Kannappan and Nelson 1989, Dickens and Lang 1989). The discussion has been
largely inconclusive--partly due to inappropriate data and partly due to the complexity of labor
market problems resulting from prolonged economic stagnation. 

The essential question is whether unemployment is due to a general deficiency in demand for
labor or to a mismatch between the skill requirements of employers and the characteristics ofthe unemployed (coupled with wage rigidities). A consensus appears to be emerging that alittle bit of each is involved, i.e., both a general shortage of jobs and a tendency for first
job seekers to prolong their unemployment in the hopes of landing a position in the publicservice or in the "up-market" component of private industry3 . The fact that Government hiring
favors the unemployed explains why there are incentives to wait in unemployment (or todeclare one's self as unemployed to survey takers), rather than accepting alternative available 
wage offers. 

A central problem in attempting to assess the competing hypotheses is that the only data
available refer to unemployment rates across various demographic groups (age, sex, education)
or sectors (rural/urban, agriculture/industry, public/private). To have skills mismatch between
supply and demand, high unemployment within particular groups would have to be coupledwith unfilled job vacancies in particular sectors or for particular occupations. A jimple
concentration of unemployment particularamong groups does not necessarily mean that
unemployment is structural in nature. It could simply reflect employer preferences in hiring
(the queue theory of unemployment). If jobs are generally scarce, they have to be allocatedin some way and this could result in unemployment concentrations among particular
demographic groups. Of course, such concentrations are not without intrinsic interest, but they
may call for different remedies than would be the case were the problem one of skills 
imbalances. 

This appears to be the case with the variant of the mismatch hypothesis felt to be applicablein Sri Lanka. To the extent that more highly educated people (0-levels and above) are waiting
for public-sector jobs, or for high-wage jobs in the private sector, it is largely an attitudinalproblem (or a wage policy problem) for which skill development programs are ill-suited.Skills training is a very difficult approach to the dampening of gambling instincts, and the 

This mission does not necessarily associate itself with the growing consensus, which is based not on direct interviewdata but on inferences drawn from duration of unemployment data. We note that the "waiting hypothesis" is onlyapplicable to a minority of unemployed youth--those with 0-levels or above--and we feel that more direct interviewdata on aspiration and reservation wages are required to permit a rigorous test of this hypothesis. 
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payoff to this waiting lottery can be high and life-long. Moreover, to the extent that theseyoung people can afford to wait for the "right job," there is a question as to whether theyshould be given priority in terms of policy interventions. This is not to say that idleness isto be encouraged or its social costs ignored (Presidential Commission Youth 1990), butonrather to note that different policy interventions come at different costs and Sri Lanka is notin a position to ignore those costs. Sldlls development is costly and so should be reservedfor cases where its impact on productivity is expected to be high and where less costlyalternatives are not available or appropriate. 

The simple length of economic malaise in Sri Lanka has been sufficient to cause underlyingstructural problems to emerge. Put another way, accomodations to prolonged demanddeficiency give rise to structural impediments to the eventual resumption of economic growth.Growth rates have been low in Sri Lanka for nearly 10 years (i.e., even before the onset ofcivil disturbances in 1983). This has dampened expectations, led to an erosion of investment,caused capital flight, and, most important for this-report, resulted in an outflow of humancapital. The mere cessation of viole.ice and resumption of tourism will not cause things toright themselves in a short time. The capital stock, never up to date in the first place, hasseriously depreciated. Employers have accomodated that depreciation by shifting to lowskilled labor-intensive production functions--overstaffing and undertraining. In this sense,expectations have adapted to realities ("aptive expectations"). 

Job vacancies, relative to job seekers, are few but there are pockets of skill shortage. In alabor surplus environment, management skills are always in short supply4 and the "shill drain"has sharply intensified the problem. Labor is a constraint on the accumulation of capital andtechnology, but it is but one of many. Moreover, while we have been able to identify -pecificskill shortages in certain technical fields (auto mechanics and machine repair, for example),these pale in significance reiative to the general problem of low average productivity of thework force. Skill shortages exist, somewhat, but they will only really emerge as (and if) theeconomy begins to grow. Presently, the main problem is low general productivity. Jobs getdone, eventually, but not well. This is a serious constraint on Sri Lanka's internationalcompetitiveness. While wages are generally low, unit labor costs are not, due to absenteeism,low motivation, and reduced productivity. This suggests that skill upgrading for the employedshould be given priority over training for first-job entry, at least under current resource 
constraints. 

OUTLOOK 

The immediate outlook is not bright. In addition to the 100,000 workers who are beingrepatriated from Kuwait, some of whom will have to be accomodated with an alreadyinadequate infrastructure, and to a curtailment of exports due to the embargo of Iraq, SriLanka must face rising competition from other developing nations (Indonesia, Malaysia, andeven Caribbean countries), many of which have already gained a foothold in such exportmarkets as garments or electronic products. Export promotion alone will take a long time to 

In Sri Lanka, many employers have already adapted to the lack of management skills by introducing inefficient 
management structures. 
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yield the desired effects of significantly reducing unemployment. Indeed, export promotionitself requires a multiplicity of activities to relax the many interlocking constraints whichlimit it. nowMassive investments are required in the infrastructure, and while the Government isaccording priority to this activity (allocating 43% of the investment budget to improvementsin the economic infrastructure), limited funds insure this will be a slow process. 
According to the Ministry of Policy Planning and Implementation, the 1989 unemployment ratewas about 18%. In the next 5 years, the labor force is expected to grow at an average annualrate of 1.9%. The current 5-year plan calls for a target GOP growth rate of 5.2%. If theeconomy were to grow at 5.0% annually with factor productivity unchanged, the expectedunemployment rate in 1995 would be 11 % However, the target growth rate was establishedbefore the Gulf crisis, and will most certainly not be achieved. If, as a result of the likelyloss of export earnings and remittances, the economy is able to achieve only a 3% annual rateof growth, then the unemployment rate can be expe,.Led to rise to 22% by 1995. We observethat any aggregate unemployment rate in excess of say, 10% is likely to severely hinder theeffectiveness of training programs, implying very low placement rates (Bowles 1988).Moreover, because of seniority systems and severance regulations, it is very hard to replaceexperienced workers with even well-trained first-job seekers. 

THE POLICY ENVIRONMENT 

From the current vantage point, the best the Government can likely hope for is to begincreating an environment that is favorable to future growth prospects, in contrast to whatcurrently can only be called a negative environment.' Some of the necessary steps, such asderegulation and de-bureaucratization, need not add to the public deficit. Others, such asinvestments in infrastructure, definitely would and thus are likely to be pursued only on alimited or experimental basis. Clearly, efforts will be made to pursue complementary policieswhere feasible--job creation programs, for example, can be used to improve the infrastructure.It is likely that specific program features are less important than how those features arecombined to create an environment conducive to the absorption of capital and technology, and 
to improved productivity. 

The private sector has a lead role to play in the development and implementation of humanresource development policy. This is so not only because the Government does not have theresources to implement that policy on its own, but also because it is the private sector thatwill ultimately have to use those human resources productively within the growth process.Very few employers are currently involved in systematic skills development for the work force,and there are sound reasons for this. A number of interlocking and self-reinforcing factors nowconstrain employer willingness to invest in human capital: lack of investable funds, lack ofscale and access to markets, fears that human capital investments will be lost through 

Estimates provided by Minsitry of Policy Planning and Implementation. 

While de-regulation is occurring, the process has a long way to go. It is rumored that the corporate income taxis scheduled to rise from 40% to 
controls are still imposed 

64%. Whether true or not, such rumors undermine business confidence. 
rate 

Priceon certain items, and the tarriff structure is occassionally biased against import-substitution
efforts. (See Section V). 
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migration, lack of facilities for training within firms, inefficient compensation (wage) structures,
and an absence of incentives in favor of skills development.7 In many cases, there is simplyan underappreciation of the potential benefits of training, as employers have already adaptedto low-productivity production processes.' Section VI includes a number of options foraddressing these factors, but we must recognize that we are dealing, essentially, with a "catch22" situation: increased growth 'equires increased productivity, yet productivity improvement
will only be economically viable in a climate of optimism about growth prospects. This
clearly implies that policymakers will have to step forward and demonstrate a willingness to 
turn things around. 

A few "success stories" could go a long way toward demonstrating this willingness, and, in
fact, given resource constraints, that may be the most that can be accomplished in the shortterm.' Government can also, however, level the playing field for private'. investors, many ofwhom now confront an array of bureaucratic controls and delays. Improvements in theinvestment environment do not seem to be beyond the resource capabilities cf the public
sector, but it is only when such improvements have been made that it will be possible to talk
seriously about a private-sector-oriented skills development strategy for Sri Lanka. 

7 Another factor is that certain employers appear to be rent seekers rather than profit makers. They accumulate assets,but not business. Tax laws sometimes permit and sometimes encourage this behavior. 

A recent survey of 60 exporters undertaken with USAID funding indicated that most respondents (two-thirds of thosesampled) felt they were using up-to-date appropriate technology. (Sri Lanka Business Development Centre 1989).
Independent verification by outside experts came to just the opposite conclusion. 

For example, export promotion requires the identification of market niches where Sri Lanka could compete. Beyondthis, constraints on accessing those opportunities must be relaxed. A number of inputs for packaging (glass, printedtin) are currently under monopolistic control and this, ;n turn, increases the risk of not being able to fill orders in 
timely fashion. 
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Il. 	 INVENTORY OF VOCATIONAL EDUCATIONAL AND TECHNICAL 
SKILLS TRAINING PROGRAMS IN SRI LANKA 

OVERVIEW OF VOCATIONAL/TECHNICAL EDUCATION SYSTEM 

Over 20 ministries and government agencies currently provide andtechnical vocationaleducation for various target groups in Sri Lanka. In 	addition, it has been estimated that over3,000 institutions, agencies, and organizations provide some 	 type of vocational or technicaltraining in the country. Estimates of the total training capacity range from 35,000 to 200,000persons per year, with programs lasting between 6 and 48 months. Although most of thetechnical training is carried out by government agencies, or with support from donor agenciesto 	various governmental institutions, there is some private-sector involvement, but the exactlevel is not known. It has been estimated that private institutions provide between 10 and33% 	 of the industrial training courses, and most appear to be 	profitable (ADB 1989). Theircontribution to informal skills development through on-the-job training is not recorded, but 	isprobably the largest source of skills acquisition in the country. Non-governmental
organizations usually target the poor or uwemployed, but programs tend to be small and 
underfunded. 

The governmental institutions providing vocational and technical training education programsand courses were found to be numerous and exceedingly diverse. Different data sourcesprovide conflicting information. Appendix C shows the major ministries' involvement intechnical and vocational education/training. Technical courses range from short courses of afew 	 months to 4-year degree courses. Some courses are well-organized with a balancedtheoretical practical curriculum, while others are informal and 	nonstructured. No effectivecoordination mechanism exists to oversee or 	monitor the technical training system so courses are 	 not consistent across delivery systems or over 	 time. The same facil;ties are used byvarious ministries to carry out their courses, which sometimes causes misunderstanding as towho 	is running which program. Program size ranges from a few students to thousands,
depending on the institution. 

Vocational and technical training courses are offered a spectrumover 	 of occupational
groupings as indicated below (ADB 1989): 

1. 	 Professional, technical, and related 335
2. 	 Clerical and related 231 
3. 	 Sales work 15
4. 	 Service Work 211 
5. 	 Agricultural, animal husbandry,
 

forestry, fisheries 
 81 
6. 	 Production 2,419
7. 	 Other 51 

Total 3,343 
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Governmental agencies conduct about two thirds of these courses (2,213), while the privatesector sponsors the remainder (1,130). Within the public sector, the Ministry of Education andHigher Education conducts the majority of courses (33%) while other governmental agenciesconduct a fewer number (15% by the National Apprenticeship Board, 11% by the SmallIndustries Department, 10% by the Labour Department and the remainder by others). (ADB
1989). 10 

Vocational education and technical training activities are spread over a large numbercourses, distributed across several occupational groupings, and are delivered by numerous
of 

public and private institutions with limited standardization, monitoring, and coordination. Itwas difficult to determine the total extent of training provided by the various institutions andagencies and to assess where gaps existed in the skill spectrum. 

THE PRIVATE SECTOR 

Although the majority of the formalized technical and vocational educational programs arecontrolled and conducted by governmental ministries, a number of private agencies and NGOsoffer technical training courses that vary from formal to informal. They are primarily viewedas contributing heavily in two main areas: commercial education, and selected craft-leveloccupations. Proprietary schools (outside of private industry) have not ventured into programsthat require heavy capital investment in infrastructure and facilities. An estimated 25 percentof the training institutions belong to the private sector, within three main categories (Ministry
of Plan Implementation, 1987): 

1. Industrial establishments; 
2. Fee-levying training institutions; and 
3. Voluntary organizations. 

Industries provide limited pre-service, in-service, and up-grading opportunities for theiremployees for lateral and vertical mobility to meet the internal demands of the private sector.On-the-job training provides the most important impact made by industry. In-house industrialtraining is prevalent in apprenticeships and in technicalsome training progams (see below).Although the level of industrial involvement in technical training progams is perceived tominimal, it provides a significant opportunity to expand targeted human resource 
be 

developmentefforts. One example is a model in-plant training program, funded by the Government ofGermany as assistance to the Mercantile Seaman Training Institute. 

Fee-levying training institutions typically focus on the high end of the technological spectrum.Training in computers, electronics, and repair of high-tech equipment are all popular coursesoffered by proprietary institutions. Private colleges tend to run courses in areas such asaccounting, computer programming, systems analysis and design, typewriting, and shorthand.However, fees limit student participation, especially those from poor backgrounds. Also,without standardized curricula, the burden of determinilng quality programs is placed on 

"°The Labour Department's share of the total appears to have increased somewhat since the time of the ADB survey. 
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participants. Nevertheless, proprietary organizations provide an important source of skilled
technical workers. 

Non-governmental organizations (NGOs) financed by voluntary contributions, donor funds, andphilanthropic organizations have traditionally supported craft-level training in a number ofoccupations. Many programs are 	targeted at a subsection of the population usually outside ofmainstream education, e.g., the poor, women, the unemployed, school leavers/dropouts, and,most recently, returnees from the Middle East. The courses cover topics that can improvebasic living standards (home gardening, food preservation, etc.) or provide skills for smallhome-based businesses (handicrafts, cake baking, making chopsticks, carpentry, welding,
English language, etc.). 

As 	one example, the Sarvodaya Sharamadana Movement (SSM) plays an important role inproviding vocational training in a number of fields, principally in handicrafts and homegardening. This nonformal program is funded by a number of private organizations. It istargeted mainly on rural participants. Another program, Agromart (funded in part by USAID),teaches rural women to upgrade basic skills and to establish small business enterprises.
 

Nonprofit organizations, such 
as 	private technical training institutes funded through religiousorganizations, provide training in trades and crafts. For example, Diyagala Boy's Townprovides orphans and poor boys with training in agriculture, industrial technology, and varioustrades. Underlying the formal training are the goals .of shaping characters and instilling
appropriate attitudes and 	work ethics. 

THE PUBLIC SECTOR 

The complexity of the set of public-sector training activities is compounded by the fact thatsome 20 ministries have set up their own training progams and delivery systems. Coordinationm-chanisms, established to standardize curricula and monitor programs, are respected by someministerial bodies and ignored by others. 

The Ministry of Education and Higher Education 

The Ministry of Education and Higher Education carries out over one third of the governmentfunded technical education programs. Appendix D provides an 	overview of this system fromsecondary level through higher education. The technical/vocational educational trainingprogams in the country can be classified within four groups: 

a. 	 professional engineering education at 	degree and post-graduate levels; 

b. 	 technical education for technicians; 

c. 	 technical/vocational education at the craft level; and 

d. 	 vocational education and training courses, mostly short courses for a wide range of skill 
levels. 
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Two universities (Peradeniya and Moatuwa) offer degree courses in engineering andtechnology. Students must have passed A-level exams to quality for entrance into theuniversity. ApprcAimately 4,000 students completed their degrees in 1986 (ADB 1989). 
Central to the technical training system are the 24 Technical Colleges (13 Grade I (diploma)nd above) and 11 Grade II (craft level and business)) plus the 6 Alliliated Technical Units.See Appendix E for a complete list of these schools. 

Five levels of courses are offered by the Technical Colleges: 

* HND - Higher National Diploma; 
(equivalent to a degree)

" ND - National Diploma;
" NC - National Certificate; 
" NCC - National Craft Certificate; and 
" SC - Short Course. 

The Technical Colleges offer 2-year courses at the diploma and certificate levels. Some ofthe more important courses are listed below: 

* Higher National Diploma in Engineering;
" Higher National Diploma in Business Studies (Accountancy and Commerce);

* 
 National Diploma in Agriculture;
* National Diploma in Business Studies; 
* National Diploma in Home Economics;
* National Diploma in Jewelry Design and Manufacture;
* Higher National Certificate in Engineering;

" National Certificate in Technology; and
 
" National Certificate in Business Studies.
 

In 1989, approximately 53 different courses were offered through the Technical Collegesystem. In addition, 21 short courses are also offered. A list of courses, which range froman engineering diploma to dressmaking, can be found in Appendix F. 

Not all Technical Colleges offer all programs. Most Grade I Technical Colleges provide atwo-year National Diploma in Business Studies. After the completion of the two-yearinstitutional training, in-plant training for 6 months is provided. Three Technical Colleges(Maradana, Galle, .and Badulla) offer National Certificate courses in Business Studies wherespecialization is available in several disciplines. Students are also provided 6 months oftraining in industry upon completion of the 2-year institutional training. Because the in-plantexperience is considered part of training, students do not receive allowances or stipends (ADB,
1989). 

The Technical Colleges also offer courses at certificate and craft levels either part-time orfull-time. A recent addition are the Short Courses (SC), which range from 3 to 12 monthsand concentrate on training for operative skills and the acquisition of practial knowledge in 
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fields where it would be possible to obtain self employment. Emphasis has been given to
agriculture, agro-based products, and industry. Also, a series of computer awareness programs
are being conducted at the Technical College in Dehiwela where there is a UNDP-funded 
computer laboratory. It appears that the Technical Colleges are in a good position to offer 
courses to meet the needs ,nd demands of its student population. In 1987/88 over 14,000
students were enrolled iii the Technical Colleges (ADB 1989). 

The Open University, established in 1980, also offers a Certificate in Entrepreneurship and a
Diploma in Technology in six program areas: communications; electrical electronics; civil,
mechanical, and electrical engineering; and textiles. The Open University was designed to
enable students over 18 years of age to pursue courses leading to a first or post-graduate
degree (diploma or certificate), on a nonresidential basis. 

Four other activities under the Ministry of Education and Higher Education are worth noting.
First, the National Technical Teacher Training College (NTTTC) established in 1983 to train 
teachers for the Technical Colleges provides an important mechanism for improving technical
education. NTTTC has several objectives: to prepare and revise curricula; to provide in
service training to teachers; to conduct courses for other organizations; to maintain equipment 
nd machinery; and to provide a media and resource center. 

Second, the Technical Educational Project is a major five-year effort (from 1988 to 1993)
financed in part by a $36 million loan from The Asian Development Bank (ADB). This
project has three goals: improvement of the efficiency and effectiveness of the Technical 
Educational Division and ine Tecnical College; rehabilitation and upgrading of facilities at
Technical Colleges, and the provision of incremental recurrent budgetary support for the
project. This project is well underway and continues to support acti,ities to upgrade the 
technical educational system in the Ministry. 

Third, the Ministry of Education and Higher Education also offers short courses to other
agencies. Six-month courses are made available to National Apprenticeship Board trainees
in four selected trades. Similarly, a 10-week training course is offered for trainees in the
Institute for Construction Training and Development (ICTAD) under the Ministry of Local 
Government and Housing. Qualifications vary according to the level of course and sometimes 
the field selected. 

Fourth, the Ministry of Education and Higher Education has formal and nonformal elements
of national education both within the secondary school curriculum and for school dropouts.
These include: 

a) Technical Studies - 13 technical subjects are offered in grades 6 through 10, with '0'
level examinations. Only agriculture and home economics are offered at the "A" level 
exams. In many schools, only one or two subjects are offered, and in some schools, 
no subjects are offered. The White Paper on Education (1981) suggested that technical 
courses be replaced by "life skills" in grades 6-9, with packages of technical options
to be offered in grades 9-11. Information available to the assessment team indicated
that the "life skills" courses have been introduced as a pilot project in some schools. 
The technical packages are being designed. 

14
 



b) Nonformal Vocational Education - The Technical Educational Units hold basic technicalvocational short courses using workshops and other facilities available in the schoolsystem, after school and on weekends. One of the main purposes has been to trainrural people to utilize local resources and develo,- self-employment activities. 

Ministry of Youth Affairs and Sports 

The Ministry of Youth Affairs and Sports offers training through two primary agencies: theNational Youth Services Council (NYSC) and the National Apprenticeship Industrial TrainingAuthority (NAITA). The NYSC offers vocational training programs at different levels from6-24 months to produce qualified skilled workers. 

NAITA has three major objectives:
 

a) to formulate, implement, and supervise a 
scheme of training to cover each category of
apprentice;
 

b) to establish apprenticeship standards in relation to such training 
 and determine theperiod of training for each category of apprentices, and as well as the number, nature,and content of training to be undergone by each category; and 
c) to determine the trade tests to be undergone by each category of apprentice, to graderesults, and to issue certificates to those who quality. 

Under the apprenticeship program, a student is trained on-the-job for a specified period oftime. Under Act 80 (1990) only needy students are paid an apprenticeship allowance by theApprenticeship Board. About 20% of the apprenticeships are filled by women. Training inthe workplace is supplemented by institutional training as per course requirement. Althoughthis on-the-job experience viewedis by some educators as an excellentinstitutional theory way to applyto a practica! situation, it is viewed by others as cheap labor supplywhich the industry has no commitment. 
to 

The NA1TA has developed about 225 training modules based theon InternationalOrganization (ILO) modules of Employable Skills. 
Labor 

Not all modules are offered at oneas student/parent demands time,dictate course offerings. NAITA also offers a large number ofsituational training progams for persons undergoing training for a specific job inindustry with the understanding that 
a given

the employer will employ the apprenticecompletion of training. after theThe success of the apprenticeship program relies on the involvementof private industry. In 1988, it was estimated that 2,325 industrial establishments participatedin the program (ADB 1989). Thus, the NAITA is viewed as being fairly successful inmobilizing industrial participation. 

NAITA offers programs at both the Technician Training Institute (TTI) at Katunayake and atthe Apprenticeship Training Institute 
ILO/UNDP, is a 

(ATI) at Moratuwa. The TTI program, supported by4-year special apprenticeship technician-level course that consists of 3 years 
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of industrial training and an aggregate of 1 year institutional instruction at TTI. Supervisorytraining courses are also offered by TTI. The intake in 1988 was 243.
 
The Apprenticeship Training Institute (ATI) is 
a model program begun in 1983 and fundedin part by the Government of Germany under the NAITA (See Appendix G).Training System" has been used as 

Here the "Dual
the basis for curriculum development and issuggested beingas the model for all vocational/technical training. The ATI offers 3-year craftalevel training program comprising 12 months of basic training, 4 months of advanced trainingat the institute, and 20 months at an industrial establishment. Intake at ATI in 1988 was 116. 

The number of establishments conducting apprenticeship training has increased steadily from1,340 in 1982 to 2,325 in 1987, with about a 20% increase per year over the last three years(See Appendix H). During the last year reported (1987) the number of institutions consistedof the following: 

1,302 Craft Apprenticeship Categorized Trade Programme
and Craft Apprenticeship Situational Normal Progamme

94 Technical Apprenticeship
45 Special Apprenticeship Progamme and Special Situational Apprenticeship

Programme
619 Village Level Apprenticeship
198 Engineering Undergraduate Apprenticeship
67 Construction Industry Trades Apprenticeship,

Construction-Supervisory, and School Leavers 

2,325 Total Establishments Conducting Apprenticeship Training 

The NAITA has certified almost 27,000 trainees from 1982 to 1986. About 63% successfullypassed their examinations in 1986. (See Appendix I for full details of "Intake and Output
Trends 
 for NAB Training Programmes".) Information obtained from NAITA indicated thatjob placement rates for those that completed training was up to 99%, but this could not be
verified. 

Ministry of Labor and Vocational Education 

The Ministry of Labor and Vocational Education (MOLVE) operates a large number ofvocational education and training programs through its Skills Development Centers and MobileCenters. The Skills Development Centers have been established in nine districts with aid fromthe ILO and UNDP. Additional facilities will be developed in 15 centers under the Mataraand Matale District Integrated Rural Development Program. The Mobile Centers hold trainingin rented workshops and can accommodate about 6,500 youth per year in basic skills training.The courses vary from 6 months to 1 year. It has been estimated that a total of 10,000 weretrained by the MOLVE in 1988 "See Appendix J for a list of offerings from 1977 to 1985.) 
The MOLVE also operates the Foreman Training Institute (FTI), which was established in1985 with assistance from SID for both skills training and supervisory studies. A 6-month 
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diploma course combines classes in eight areas: auto mechanics, machine shop, welding,building construction, sheet metal work, fitting, electrical installation and repair, andelectronics. The FTI also offers short courses to upgrade vocational skills of supervisory
personnel (foremen). 

Other Programs 

Other ministries operate smaller programs, which are described briefly below: 
" The Ministry of TransportBoard: Offers vocational training to meet its own demandfor skilled workers. These programs are conducted principally by the Ceylon-German

Technical Training Institute in collaboration with NAITA. 

" The Ministry of Industries, Science ond Technology (MIST): Provides short courses totrain and upgrade managers at the National Institute of Business Management. A newmandate (1989) provides for the restructuring of the MIST and calls for the creationof several boards and advisory councils to upgrade industrial technology for the purpose
of stimulating economic growth. 

* The Ministry of Local Government, Housing, and Construction: Offers vocationaleducation programs primarily in trades related to construction work and irrigationthrough the Institute for Construction Training and Development (ICTAD). The trainingis done partly in the Technical Colleges and partly on-the-job. In 1987 approximately11,462 students were trained by the ICTAD (See Appendix K). ICTAD's program isfinanced in part by the Government of Sri Lanka, SIDA and UNDP. 

" The National Trade-Testing Program: Tested 8,650 students in accordance withnational skills standards, but only 3,600 passed. National skill standards have beenformulated for masons, carpenters, electrical wiremen, plumbers, bar-benders, equipmentmechanics, and heavy construction equipment operators. They were formulated by aninter-ministerial committee including representatives from industry. 

* The Ministry of Rural IndustrialDevelopment: Offers training through the Departmentof Small Industries through a series of village-based centers located throughout thenation. Students are school leavers or drop outs who come for craft-level trainingand small-business skills. In one center in Colombo the institute recruited 50 studentsfor the current year, but only 25 (including 6 girls) came because of a lack of moneyto live in the city. The center's total capacity is 150. Instructors are recruited fromthe best of the students. Most students (60%) cannot find jobs but are assisted inobtaining loans to start their own small businesses. The Department of Small Industriesalso provides training at the Artline Textile Centers for the garment industry. Anestimated 12,500 workers are trained at these centers. (Commission on Youth 1990). 

Other ministries (i.e., Agriculture, Fisheries, Social Services, Health, Textile Industries,Cooperatives, Land and Land Development, Posts and Telecommunications, Women's Affairsand Teaching Hospitals, etc.) provide vocational training at a projected rate of 12,760 personsper year. These ministries operate vocational training programs primarily to train for in
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house employment (ADB 1989). Although some programs are relatively small, the Ministryof Textile Industries has two rather extensive training institutes responsible for base, middle,and supervisory-level manpower for staffing the textile industry. The Ministry of Trade &Shipping also trains large numbers of potential employees for the shipping industry. 

Sri Lanka has one Trade Union that has established a training facility. The Ceylon WorkersCongress (CWC) established a vocational training center at Kotagala and provides training toplantation workers in courses such as carpentry, sewing, electrical, and machine repair. 

INTAKE CAPABILITIES 

The diversity of vocational training programs conducted by a large number of ministries,agencies, and organizations makes it difficult to assess the rate of capacity utilization in thefield of vocational education with sufficient accuracy.. This is particularly true with theseshort courses because these offered onlyare on demand and not every year. The ADB hasestimated that the total number of students trained in vocational/technical education over thepast 6 to 8 years has remained constant or increased slightly (ADB 1989). 

Current capacity for student intake is limited by facilities, teachers, and operating resources.A 1987 estimate from the Ministry of Education indicated an intake capacity of 98,087 and
another 28,415 for technical education. 

Although a breakdown of intake capabilities by ministry would be instructive, it wasimpossible to find data at this level of detail. The Ministry of Education and HigherEducation maintains mostthe detailed data base. Appendix L lists student admissions toTechnical Colleges by course. Both full- and part-time students are listed. Of the 33,502students that applied in 1987/88 only 22,972 (68.6%) were interviewed; 15,867 (47.4%) wereselected and 14,015 (41.8%) registered. It is interesting to note that the five most soughtafter courses took only a small percentage of applicants (32% for part time and 18% for full
time) as shown below: 

Student Admission to Technical Colleges
 
by the Most Frequently Applied for Courses in 1987/88
 

Course Applied Registered Rate
 

Part Time 

Business studies 2,199 599 27% 
Civil Eng. Tech. 1,809 678 38%
Accountancy 1,802 595 33%
Elect. and Elect. Eng. 1,108 367 33%
Mech. Eng. Tech. 911 298 33%
Total 7,829 2,537 32% 
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Full Time 

Draughtsinan Appren. 6,096 783 13% 
Stenography 5,647 1,168 21%
 
English Com.+Indus. 1,557 486 31%

Agriculture 947 66 7%
 
Auto. Mech. 814 177 22%
 
Total 15,061 2,680 18%
 

COSTS 

The costs of vocational/technical training programs were not readily available from institute
administrators. The fact that costs were not addressed in other stur!ies or reports indicates thedifficulty of obtaining reliable information. Information from site visits yielded estimates
ranging from $142 (Sri Lanka Technical College) to $12,500/student/year (Technical Training
Institute). The wide range might be seen as indicative of the diversity of programs, but it also
speaks to the quality of information (or interest) on costs per participant or per placement.Those who replied to the query about costs seemed to know their operating budgets and the
student capacity of the institute and simpl; divided the former by the latter. 

It appeared that administrators of Government-supported programs receive an annual budget
and simply "make do" with the income provided. Officials at the Ministiy of Policy Planning
supported this notion, implying that budgetary requests from training institutes were rare, and 
so the rate of payment for such programs has remained relatively level for some time. 

Two well-run institutes came up with similar figures: 

$2,500/stud/yr - Appenticeship Training Institute (ATI)
 
$2,600/stud/yr - Diyagala Boy's Town
 

When queried further, the German sponsored Apprenticeship Training Institute (ATI) indicated
that the figures were annual costs figured without an allowance for depreciation. The NAITA
estimates institutional costs for apprentices to be $960/student/year. 

If there are about 211,000 persons in training in a year (Commission on Youth, 1990) then an estimated $179 million is being spent on vocational/technical training per year. Even ifhalf of the 211,000 are on short-term training with a fraction of the cost, the cost of training
would still be around $100 million per year. 
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IV. ASSESSMENT OF THE INTERNAL EFFICIENCY 
OF THE SKILLS DEVELOPMENT SYSTEM 

THE EDUCATION SQUEEZE 

Concern about vocational and technical training capabilities was highlighted through a 1990report by the Presidential Commission on Youth. The report indicated that many of today'syouth were inadequately prepared to enter the work force. Many were undereducated and themajority of those who had received vocational education or training remained unemployed
underemployed afterward. 

or
Part of the problem stemmed from the fact that very few studentswho wanted to enter the academic track actually had the opportunity to do so. In 1987,almost 500,000 students were not able to find further schooling at the university level. Infact, relatively few students progressed satisfactorily through the academic system. Of the484,797 students who sat for O-level exams, only 95,416 (20%) passed. Of those 112,577students who sat for A-level exams, only 31,079 (28%) passed. And of those 31,079 studentswho passed the A-level exams, only 6,143 (20%) entered university. Those 495,815 studentswho could not move ahead in the academic system were left disenchanted and discouraged

(Presidential Commission on Youth 1990). 

Students who could not attain their academic goals in higher education were forced intovocational/technical education, which they tended to view as second rate. Their lack of initialenthusiasm coupled with inadequate cognitive challenges within the training system has led to
less than adequate job preparation for these young people. 

Such problems as inaccessibility to academic education, crowding into vocational/technical
training programs, underlying attituaes about the acceptability of vocational/technical training,and disillusionment about a general lack of jobs are viewed as major constraints on thecountry's ability to generate an effective work force. These issues are central to therevitalization of the vocational/technical system in the country. 

TEACHING STAFF 

Teachers in the educatior al system of Sri Lanka face many serious problems. They are underpaid and underqualified. In all sectors, a majority of teachers are working below the degreelevel required for their positions, as seen in Table IV. 1. An average of 73% of academic staff appear to be less than qualified for the jobs they are performing. 
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TABLE IV.I
 

Qualifications of Academic Staff by Levels and Sectors
 

Sector 

Government 

Corporations(1) 

Private 

Total 

Educational Qualifications
 

Below With Post 
 Total 
degree degree Grad 

1,459 582 118 2,159
67.6% 27.0% 5.4% 100.0% 

714 121 74 909
78.5% 13.3% 8.2% 100.0% 

829 202 107 1,138
72.8% 17.6% 9.6% 100.0% 

3,002 905 299 4,206 

(1) Boards, commissions, and councils that provide training 

Source: Ministry of Plan Implementation 1987 

The lack of qualified teachers is particularly serious in the field of technical and vocationaleducation. As seen in Table IV.2 there is a shortage in the number of employed staff at everylevel in both the Technical Colleges and at the National Technical Teachers Training College
(ADB 1989). 

Table IV.2 

Number of Approved and Employed Teachers, by Levels 

NTITC Tech. Colleges
Approved Employed Approved Employed 

Lecturer Gr. I 21 	 2 44 	 0Lecturer Gr. II 8 14* 	 228 121Sr. Instructor 20 	 20 220 	 142Instructor 
 -	 372 298Demonstrator -	 96 85Totals 49 36 	 960 646 
* 	 6 Gr. II lecturers have been appointed from Gr. I cadre 

as Gr. II lecturers. 
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Several factors underlie the inability to recruit qualified teachers, especially at the Grade ILecture positions. These factors include unattractive salaries, ineligibility of Grade II lecturers
for promotion, and a lack of in-service training opportunities to obtain post-graduate
qualifications. 

A further complication is the demand for qualified technical personnel in industry. Qualified
teachers with engineering degrees are being siphoned off from the teaching profession toindustries within the country and to the international job market. When these trained teachersfind lucrative jobs in industry, their energy, enthusiasm, and knowledge are lost to the school 
system. Teachers who are left feel that they are second rate, which tends to lower their
standards and work habits. Even teachers who selected teaching as a first career choice have 

Demonstrator level. The minimum qualification for an instructor in some disciplines is a craft 

become disillusioned about the lack of potential career advancement in the vocational 
educational profession. 

Almost 60% of the teaching staff in the Technical Colleges are at the Instructor or 

certificate, and for demonstrators it is an 0 level with a trade certificate. Only about 10% of
the teaching staff at the Technical Colleges have undergone any teacher trining. In severalsite visits, we were told that the teaching staff was recruited from the outstanding students inprevious classes. These "teachers" also moved over to industry at the first opportunity becausethey were not academically qualified to advance in teacher preparation tracks. An additional
complication lies with the "trainers" in private industry who usually consist of shopfloor
workers with no formal education. In summary, the teaching staff in the vocational and
technical training system are poorly prepared and poorly supported in their professions. 

Shortages of experienced teachers for the instructional component of the curriculum, and
trainers in technical and vocational streams, have led to poor delivery of course content andinefficient utilization of the vocational and technical facilities in the country. There is an 
urgent need for improved recruitment of all grades of staff, for in-service training in pedagogy
and craft skills, and for opportunities for educatio.i/training for quality improvement coupled
with adequate staff salaries and a progressive career structure. 

CURRICULA 

An analysis of the technical and vocational education programs reveals that there is no well
defined policy for course and curriculum development. The expansion of technical andvocational education has generally been on an ad hoc basis without well-defined functional andoccupational objectives. This has resulted in a proliferation of standards and quality within
four different levels of courses for technicians without any linkages between them. A much
wider spectrum of courses is observed at the craft levels. The curriculum for these courses
consists generally of a teacher's manual or a guide with a list of skills to be learned. Thisgets diluted during classroom delivery. Further, the instructors in industry, particularly in
small industrial establishments, do not have adequate knowledge for imparting trade-relatedtheoretical instruction. The result is a substandard and fragmented curriculum which leads to 
an inadequately prepared work force. 
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There is no systematic approach for the development of curricula and courses in the country.Even where there has been some attempt at developing an institution-wide curriculum, such 
as NTTTC has done for the technician and craft-level courses conducted by Technical
Colleges, the institutions seem incapable of implementing standardized curricula. Further, anevaluation system appears to be nonexistent, and no methods for redesigning and upgrading
curriculum are evident. 

Curricula are designed in isolation from the needs of employers, technology, students, or thesociety at large. No clear approach exists for integrating technical education with growth
strategies to raise productivity using appropriate and up-to-date technology. The curricula are
almost invariably narrow trade-training or specialization-oriented, thus limiting the mobility of
those trained and their capacity to adapt to changes in technology. 

Another issue observed during site visits was that many training institutes (and particularly the
NGOs) were training for "self-employment," with little attention being paid to "business and
management skills" necessary to sustain a business enterprise. Good product ideas are doomed
to failure with poor business management. Large-scale promotion of self-employment schemes 
as a solution to low levels of industrial employment is a strategy that needs serious 
examination and periodic assessment. 

Because technical/vocational education programs (particularly the "nonformal") are conducted
by a number o.' ministries and agencies, there is a wide variety in course content. Courses 
are conducted by administering agencies without any attempt to link them to well-defined
occupational outcomes. The curriculum content does not appear to be linked in a progression
of activity-based and application-oriented sequential learning. An important step in curriculum
development is to identify the course level, based on the clear definition of course objectives
derived from social, technological, and industrial needs and with reference to standard
occupational levels (e.g., Crafts, Technician, Professional). 

Standardization of courses and curricula has not happened for several reasons: no one agency
has control over the skills-development system; the facilities in each institution vary greatly;
and no standard methodology for curriculum development has been identified. There is a need
to group courses into a manageable hierarchy of occupational levels with reference to some
standard classification of occupations. Without this, it may not be possible to standardize 
courses for certification to ensure horizontal and vertical mobility of the workers. 

When Sri Lanka takes positive steps towards a more industrialized economy, the problem of
adapting to rapid technological changes will have to be faced. As this occurs, the educational 
system will have to change more frequently and more rapidly than in the past. 

FACILITIES 

Laboratories, workshops, and classroom facilities essential for carrying out a quality programin both the training institutions and the industrial establishments are neither uniform
adequate. The institutions are raw materials 

nor 
in need of machines, and supplies, appropriate

tools, and current reference materials on a continual basis. Operating funds are not available 
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to cover these expenses. 

Institutions developed and initially supported by donors (Germany and Japan) are viewed asmodel facilities with model programs, but laboratories and workshops (along with curricula)will need to be continually upgraded to meet the demand of any advances in technology. Itappears that long-range planning has not yet been considered for these institutions. 

Currently, a few attempts are being made to renovate the infrastructure for vocational andtechnical training. The British Council is financing a Second Technical Education Project forthe upgrading of some of the Technical Colleges. The Institute for Construction Training andDevelopment (ICTAD) has funded the remodeling of workshops and equipment facilities inconstruction technology in some Technical Colleges. The observed pattern is that upgradingis accomplished only through sporadic donor support, and no overall plan for continualimprovement is apparent. It is obvious currentthat laboratory, workshop, and otherinfrastructural facilities need considerable improvement and continual upgrading to meet themarket demand for technicians in a growth-oriented economy. 

COORDINATION 

Although Sri Lanka has an expansive base for vocational education and training, the base isdiffuse and diversified. Training programs need effective coordination and standardization tobe useful to industries. Lack of coordination has resulted in a proliferation of courses andcertificates. Some of the programs, particularly those developed for employment generation,

lack an objective focus and labor-market orientation.
 

There have been numerous attempts to coordinate activities within the vocational and technical
education sector, but for various ieasons the situation remains little improved. Most ministrieshave developed their own schemes to address selected problems within their own domains.
Unfortunately, some of these efforts have been inadequate and were taken without referenceto existing programs. There is much duplication of effort, and funds are not used to the bestadvantage. For example, in 1981, the Technical Education Authority was set up to plan,organize, conduct, and sponsor technical and vocational programmes at all levels, and to carryout relevant testing and award certificates. Just two years later, in 1983 the Ministry ofEducation and the Ministry of Youth Affairs set up a committee to report on tertiary-level
vocational and technical education. 

Current attempts at coordination also appear to be duplicatory. The Tertiary and VocationalEducation Act (June 1990) established a Commission to plan, coordinate, and develop tertiary
and vocational education at all levels. The Vocational Training Authority (March 1990) wasset up under the Ministry of Youth Affairs and Sports. anThere is attempt to restructurethe National Apprenticeship Board to include broader functions under the NationalApprenticeship Industrial Training Authority. The role of the Dual Training System is beingconsidered by various ministries as a way to better organize vocational and technical training.Under discussion is the Sri Lanka Council of Industries, with activities and functions yet tobe identified by legislation. These efforts are serious attempts to address the need of 
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coordinating the vocational and technical training system, but the approach is still fragmented
and disconnected. A decisive strategy must be developed and implemented to rationalize thevocational/technical educational system. Witho-at it the system will remain outdated and 
ineffective. 
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V. ASSESSMENT: PROGRAM EFFECTIVENESS 

PLACEMENTS 

Any evaluation of development investments must address two questions: Is the job being done
well, and is it a job worth doing? The first question, which deals with the matter of the
internal efficiency of programs, was addressed in the previous section and, with but some
exceptions, answered in the negative. This section addresses the second question. 

Evidence presented Appendix indicates thatin A. more than half of vocational 
education/training program completors in 1983 remained unemployed in 1085. Those trained
in agricultural- related subjects had much higher employment rates (86%) but these were a
small proportion (9%) of total completors. Moreover, of those who did manage to find
employment after training, a significant proportion (18%) were working in fields unrelated to 
that trining (Ministry of Plan Implementation 1987). 

Low placement rates could be the result of unwillingness to accept available jobs at prevailing
wage rates by passed through graduates, a simple lack of available jobs, or some combination. 
Evidence reviewed later in this section inclines us to the "demand deficiency" explanation, but we are, sympathetic to the observation by program administrators that a good many young
people enter training programs with no intention of pursuing careeis in their fields of training.Rather, they are seeking short-term stipends (like their rent-seeking parents), or to fill time
while waiting in the queue for Government jobs, or they are looking for a "back door" to
further, degree-related education, such as polytechnic or teacher training. 

No matter what the cause of these low placement rates, the results are the same--wasted 
resources as returns to investments fail to be realized. "To put it bluntly, whereas an
advanced industrial country could afford to offer vocational courses at the public expense-
perhaps as 'enrichment'--even if the graduates pursue completely unrelated to suchcareers 
subjects, poorer countries cannot efford to do so" (Psacharopoulos 1987, p.6). 

SURVEY OF EMPLOYERS 

Consistent with the notion that skills development, at least in the short term, should be
directed to the objective of the filling of job vacancies, this mission carried out a survey of
50 firms in and around Colombo and the Free Trade Zone in Katunayake." Limitations on 
funds a~id time precluded a wider survey. 

No pretense is made that the survey constitutes a scientific sample representation of all firms
in the country. In fact, no census frame currently exists from which a sample could be drawn.
On the other hand, there is no a priori reason to believe that responses are in any way biased.
Firms selected were generally export-oriented, but we also included auto repair shops, printing 

Interviews were carried out and results tabulated by the Sri Lankan Business Development Center. 
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firms, and hotels. The industrial coverage is shown by the percentage distribution of responses 

to question 1, which is included with other results, in Appendix 0 at the end of this section. 

The survey covered several broad areas of inquiry: 

factors felt to be important in determining profitability (costs, market demand,Government regulations, skills, etc.). This would include the question of whether any
specific, hard-to-fill skill vacancies exist; 

* sources and methods of labor recruitment; 

" provision of on-the-job training; 

" the use of outside skills-development sources; 

* employer views on outside training sources (e.g., vocational education or apprenticeship
programs); and
 

* 
 respondent opinions of the quality (productivity) of their work forces. 

Generally speaking, respondents were the highest level officers who would agree to beinterviewed within the selected firms. In smaller establishments (4% of the sampled firms hadfewer than 20 employees), this was generally the owner. In larger firms, respondents mightbe general managers, personnel managers, or production supervisors. We had a decidedpreference for the latter category, in the belief that they might be better informed as to theactual skills and abilities of employees. Moreover, general or personnel managers might besomewhat defensive about the question of staff quality and thus inclined to provide overly
positive assessments of employee productivity. 

FACTORS AFFECTING PRODUCTIVITY AND PROFITABILITY 

Respondents noted a great many factors that they felt had significant influence on theprofitability of their firms. Skills, however, were not considered an important Lsue. Only 18of the 50 firms surveyed (36%) indicated that they felt that finding specific skills at prevailingwages was a very important problem, and even fewer felt that finding management orsupervisory skills was very problematic (22% each). Material, equipment, or supply costs wereconsidered to the important factorsbe most in determining profitability, with 90% ofrespondents listing these as "very important". This is seen more clearly in the answers toquestion 8, which asked respondents to mention the two factors they considered most importantin determining the profitability of their firms. Supply costs again ranked first, followed byinterest payments. Wage costs ranked fourth in importance, while problems in finding specificskills ranked sixth among the eighteen factors mentioned. Moreover, of the 44 respondentswho considered the question relevant to their experiences, fully half indicated that theavailability of qualified employees was not a problem in setting up their firms (question 9). 

It is interesting that respondents did not feel that lack of management was a particular problem 
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for their businesses (question 8, 9), as outside discussions with key informants suggested justthe opposite. We can only note that 88% of the firms included in this sample had been inbusiness for than years and likely havemore five already adapted to the availability oftechnical and managerial skills. Moreover, by definition, these are relatively successful firms
(although 52% say they are operating at less than 80% of capacity). The management
problem may be more applicable to less successful firms, which never get off the ground. 

SOURCES AND METHODS OF LABOR RECRUITMENT 

Presumably, if employers had positive views about the output of training institutions, they
would tilt their recruiting efforts in that direction. There is no evidence of such a tilt in this survey, as the majority of respondents (74%) indicated that they do not bother getting lists of
graduates from vocational institutes or universities when they have vacancies. We were giventhe impression that employers minimized recruiting costs and were encouraged to do so by
high labor surplus across most occupational categories. Advertisement of a job vacancy
usually implies little more than posting a notice on the front gate. 

Selection, on the other hand, is a more complex task, as might be expected when applications
outnumber vacancies on the order of 10:1. Most of the firms surveyed required a test for jobapplicants (question 14), or they put new employees through a probationary period. There are,
of course, differences in practices depending on the industry or skill level involved. Itappeared that firms operate internal labor markets, hiring entry-level skills at entry-level (low
paid) wages, and promoting only those who show patience with the process. Higher skilled or management positions tend to be filled through internal promotion or through "poaching"
experienced workers from industry competitors. 

TRAINING--INSIDE AND OUT 

Most employers (78%) responded that they provide training for their employees, but theintensity or quality of that training could not be determined without a great deal of probing
which time did not permit. A great many responded, however, that their production processes
or machinery were so specialized that they were forced to train their workers. This is why70% of the respondents indicated that they had trouble finding specific technical skills in the open market. A significant number (48%) used outside training resources, particularly
seminars and short courses for managers and administrators. What is interesting, however, isthat little use seems to be made of vocational institutions as a source for the technical 
component of the work force. Responses to Question 18 indicated that fewer than 10% of the
technical workers in 50% of the firms surveyed have received any formal vocational training.While respondents could have been understating the figure due to ignorance, this in itself is 
a telling indicator, suggesting that private employers do not include considerations of formalvocational training in their calculations about skills development. Moreover, a significant
number of respondents were either unaware of any vocational training programs (26%) or felt
that they did not make much of a difference to the firms that used them (16%). Only
firms felt that iuxisting programs were "rather good," while a number of respondents
complained of lack of training in their business fields--(packaging for exports was an example 
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of this). 

Employers had few specific ideas about how programs could be improved. Most (54%)admitted they had not really thought about this. There was general agreement that traineesneed more practical experience and less theory, and an interest in having workers learn themeaning of quality work, but by and large, there were limited responses to these questions.This seems to reflect the fact that employers don't really know what goes on in vocationaltraining programs and consequently are ill-prepared to offer recommendations for improvement. 

The central conclusion to be drawn from such results is that a serious gap exists betweenthe training system and employers in Sri Lanka. The training industry seems to be operatingin isolation from the needs of the private sector and has been cut off by that sector inconsequence. It is therefore hardly surprising that placement rates are low and thatGovernment programs are being forced to focus on training for self employment. 

VIEWS ON THE QUALITY OF EMPLOYEES 

Question 22 was designed to elicit employers' assessments of the quality of their work forces.It would appear, overall, that employers have adapted their aspirations and expectations to whatthey perceive to be extant realities. By and large, they appear content with what they have.We are concerned that there may have been biassome in these responses in that informalfollow-up discussions with members of the Employers Association and Chamber of Commerce
suggested more problems than these survey results indicate. 

In particular, 58% of surveyed respondents agreed to the statement that their employeesrequired too much supervision (question 22.1). Yet our informal discussions suggested thatthis is a yet more pervasive problem. There was, however, general agreement that whilespecific skill shortages are not a particular problem (in that they can be handled through onthe-job-training), general productivity and work performance are (question 22.3). Half of therespondents (50%) felt that there are plenty of good workers, but a few (notably machineservice and repair) felt constrained by a lack of workers. In these cases, the problem appearsto be that once workers are trained they migrate for employment outside the country. 

In consonance with previous results, there was general agreement with the statement that themajority of current business problems were due to other than skills deficits (question 22.4).Also, results reinforce the observation that most training in Sri Lanka, i.e., most of the skillsused in private industry, is generated on the job. At least for the moment, that appears to behow employers would like to keep things. Sixty four per cent of the respondents indicatedthat they don't really want to hire trained workers. They prefer to hire trainable workers and 
teach them on the job (question 22.5). 
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VI. CONCLUSIONS
 

SUMMARY OF FINDINGS 

The quality (if not the quantity) of human capital investments and skills development programsappears to have significantly deteriorated in Sri Lanka over the last several years, along withother complementary inputs to the growth process. In response to declining real incomes andmounting poverty, the Government has been prompted to reorient human resource developmentstrategy away from what should be a giowth-facilitating objective, in favor of an equityobjective. Contemporaneously, funds for program operations (e.g., maintenance, materials, andoverhead) have had to be cutailed and thinly stretched over an already weak foundation.Programs have been increasingly targeted on the lowest level of the skills spectrum in whatappears to be a strategy designed to facilitate "coping with constrained reality." This strategyevolved from political imperatives more than from economic aspirations. It has partiallyserved its purpose of accomodating slow growth, but did not succeed in preparing the way for
faster future growth. 

Young people have been crowded into vocational training institutions not because ofinclinations, but because they have been crowded out of the academic mainstream andalternative productive pursuits. They are often given poor instruction by unqualified, underpaidinstructors, using outmoded equipment with insufficient supporting materials. 

By design in response to perceived default, the public sector dominates the field of skillsdevelopment, and quite expectedly, linkages with private sector employers are weak.Moreover, the resulting "system" is fragmented, uncoordinated, and wasteful. Each agencyruns its own separate program in isolation from the next, and economies of scale remainunrealized. Aside from the apprenticeship system (which is plagued by a different set ofproblems), the majority of training is provided institutionally, with insufficient opportunitiesfor practical experience. Programs generate credentials, but these are not always r'eflective of
competencies nor even of likely future motivation. 

There are bright spots, to be sure, as is only natural if the population being sampled issufficiently large, and nearly 3,000 institutions is a large sample. The German and Japanesefunded training centers are, as would be expected, showpieces. Neither set of institutions hasyet had to confront the reality of lack of operating capital, and both are oversubscribed byapplicants and recruiting employers. There is a tendency among international donors tosupport the construction of facilities, which is a high foreign-exchange-using activity, and thento walk away, leaving countries to shoulder the burden of operating costs out of local funds.For the moment, Sri Lanka does not have many "local funds". 

The deterioration in Sri Lanka's skill development "system" is a direct result of a combinationof factors, which are in turn related to the prolonged economic malaise associated with theethnic and political turmoil of the past decade. Over this period, the private business sectorhas had to deal with mounting problems--decreased foreign investment, increased taxes tosupport defense and transfer expenditures, declines in consumer demand and investable funds,price controls, constantly changing government regulations, and a deteriorating inadequate 
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economic infrastructure. Private-sector adaptations to these reinforcing constraints have hardly
been conducive to human capital investments. The capital stock has been allowed to
deteriorate, and employers have shifted to low-skil,.d production techniques, overstaffing to 
account for absenteeism and low productivity, built-in scheduling delays, the break'.ng of tasks
into their simplest components, and compensation with low wages and selling p'.ices. While 
wages are low, however, unit labor costs are not. "Cheap labor" has led to inefficient
production processes and resource waste, particularly with natural resources. The few skill
investments that have been made are in firm-specific human capital, not in industry-general
human capital. Thus, while a few individual firms may have prospered, there has been very
little industry growth, except for the garment sector where, if special trade concessions lapse,
the outlook is not particularly bright. 

Then again, outside the plantation sector, there are few competitive industries as such. There 
are often atomistic, sometimes monopolistic firms, but even then economies of scale are rarely
realized. This presents a serious obstacle to the development of a skills training system. 

We find no particular evidence of anti-skill-development bias in existing labor regulations.
Rather, certain regulations appear to be biased against labor utilization as a whole (e.g.,
minimum wages, seniority systems, severance provisions), or against investments in general
(high corporate tax rates, price controls), and this, in turn, is likely to impede human capital
investments. At the same time, exemption of apprentices from severance protection is a pro
skill-development feature of rvgulations. 

IMPROVING THE ENVIRONMENT 

We have noted that lack of skills is but one of many interlocking constraints on Sri Lanka's
development prospects and that the skills development objective can only be attained as part
of a larger package of corrective inputs. We further suggest that while certain specific skills 
are in short supply, the overwhelming problem is with noncognitive skills: attitudes,
motivation, attention to quality, and a willingness to assume responsibility or take the initiative.
It is not enough to know how to do a particular job; it is also necessary to know when to do
the job (e.g., preventive maintenance), and to have the sense of commitment to ins-are that the
job gets done. Moreover, a prior condition is willingness to do the job, a condition which,
for various reasons, appears lacking among secondary school leavers. 

A great many steps are required to improve the competitive environment in Sri Lanka. Some
have been taken, and others are about to be. As a general matter, there appears to be a
pervasive degree of suspicion and competition here: the Government distrusts the private
sector, and one Ministry distrusts the next. While not demeaning the very real benefits ofcompetitive spirit, and indeed noting that the economy is still pervaded by monopolistic
elements and practices, we can only suggest that the achievement of social objectives requires 
a large degree of social cohesion, cooperation, and coordination. 

From the perspective of private-sector business development, a certain degree of consistency
is required as well. Rules, regulations, enforcement agencies, and staff are changed with 
disturbing frequency. This in itself is a serious disincentive to investment, particularly to 
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foreign investnent. While the Government has announced its intention to promote foreign
investment, it seems to be implementing that policy with reluctance and with a lack ofunderstanding as to the policy's constraints. it is not merely ethnic or political conflicts that
have diverted investments to Taiwan, Thailand, Malaysia, and other emerging "Asian Tigers."It is because those countries look to business developers as partners, rather than as adversaries,
in social development. 

Consistency is required across time but also across programs and regulations. Businessmen
complain of a piecemeal regulatory system subject to the whims of individual Members of
Parliament or Ministers. Often one piece of the system is in direct conflict with others. We
would mention the impact of the tariff structure on small business development (importsubstitutes) as an illustration of this inconsistency. Similarly, severance provisions that raisethe effective costs of firing redundant labor serve to raise the costs of hiring the unemployed. 

We would single out the compensation system (wage policy) as an area of particular
importance for skills development. While we did not have the opportunity to examine this
question in detail, we have the impression that reliance on nonmarket solutions to wage settinghas created serious disincentives to human capital investments by individuals and employers.
We are not simply referring here to average wages and productivity, although we admit thatthis is an important topic. What we are particularly concerned with is the wage structure anddifferential returns to human capital investments. We note that the Minister of Labour has
called for the creation of a Wage Policy Commission, and the matter is being studied in theMinistry of Policy Planning and Implementation. We can only hope hat the opportunity is
taken to examine the full wage structure and its impact on prices, incomes, and returns tohuman capital, and that the exercise not be limited to the mere setting of minimum wages in
particular industries. We would suggest that improper incentive structures are at the heart
of unproductive waiting for public-sector jobs, the pervasive rent seeking (as opposed to profitmotivation) that we have observed throughout the economy, anti-manual-labor attitudes among
youth, and even the shortage of qualified instructors within vocational training institutions.
As a general matter, the availability of low-wage labor appears to be hindering the introduction 
of modern technology and encouraging inefficient production processes. 

STRATEGIC INTERVENTIONS 

It is clear, given the tight budgetary outlook, that Government interventions into the areas ofbusiness development and export promotion will perforce be limited and selective. We suspect
that the most effective use of limited funds is to select a few promising growth areas andconcentrate resources on relaxing a few of the critical constraints that now impede their
growth. The first step is to identify export- or import-substitution opportunities. By and large,
we do not see sufficient attention being given to this identification task, but we see some signs
of change. 

The USAID-funded TIPS Project (Technology Improvement for the Private Sector) is anillustration of the approach we would advocate: the identification of possible market niches,
and the successive relaxation of constraints on access to those niches. Skills are one of those
constraints and, as a first step, technical assistance (showing by doing) can be used to fill the 
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gap. That technical assistr ace should be driven by the demands of private industry. For thelonger term, overseas training, short-term training courses in-country, and ancillary services 
might be envisioned. 

We note that such an approach closely parallels the rather successful industry/educationalpartnerships formed in recent years in the United States. Community colleges, in particular,have been extremely effective in training for industry, in carrying out training and finirncialaudits, in analyzing obstacles to profitability and productivity, and in working together withcorporate managers tj expand business. This is a sort of high-level management consultancyeffort, drawing on the resources of the educatio. I/skills development sector. We note that,although management consultant firms are begin .ing to emerge in Sri Lanka, this is still anactivity which needs expansion. Moreover, few such existing firms have the full array ofrequired technical skills within their staff. They can help map out broad strategies but lackthe practical industry experience necessary to see that those strategies are implemented. What are needed are what we would call profit-oriented "Business Assistance Centers". 2 

It might be noted that this notion of limited, progressive interventions is not entirely consistentwith the concept of decentralization (devolution), which seems to call for simultaneousinterventions across all Districts at the same time. We point out that decentralization ofdecision-making authority does not necessarily imply decentralization of the resource base.We rather suspect that the skills development system has been weakened by the dilution ofresources which has resulted from trying to establish training centers in each and every district.Local progarns can serve localities, but not necesarily such national intererests as exportpromotion. The relative costs of national or regional centers with residential facilities shouldbe compared with the costs of more district-level facilities without provision for residency. 

IMPROVING THE EXISTiNG SYSTEM 

Mindful that sunk costs are sunk and thus irretrievable, it stands to reason that no one wishesmerely to walk away from the existing 3000 or so training institutions and to build a newsystem from scratch. It therefore makes sense to try to upgrade what is already in place,
gradually, and in phased, targeted fashion. 

The strategy would be to create successive "centers of excellence," strongly linked to theprivate sector. This requires funds for the renovation of facilities, the upgrading of equipment,and, particularly, support for operating costs. Consolidation is a principle objective of thiscomponent. As a first priority, there is a serious need for instructor upgrading andprofessionalization."3 Admittedly, such an effort must confront the problem of migration 

In Botswana, USAI) funded a project in which members of established firms provided technical consultanciessmaller or recently-established firms. 
to

Monies were channeled through the equivalent of the Chamber of Commerce.We stress Nye are not advocating the further creation of publicly-c6ntrolled facilities, but the development of service
delivery mechanisms within the private sector. 

" We reiterate that this might need to be accompanied by changes in pay scales. One scheme which could contributeto this upgrading would be to bring out some U.S. vocational eductors to work with Sri Lankan counterparts during
the summer months. 
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overseas, but we suspect this could be overcome with a carefully structured loan system. Asecond priority would be the provision of books and audio-visual aids, which all agree is a
serious deficiency at present. Given what we perceive to be youth aspirations, we would
suggest that the objective of skills development should not be to dilute educational programs
through "vocationalization" for those who do not really want them, but through"educationalization" of vocational programs for those who want those alternatives. Thisimplies the extension of opportunities for progression to higher technical skills through
polytechnic degrees and a certain degree of upgrading or professionalization of vocational
occupations. Clearly, the private sector needs to be more involved in the skills development
process. This requires two improvements: better linkages betveen employers and the training
sector (Hershbach, 1985), and upgraded on-the-job training. Regarding the first, the notion
of Business Assistance Centers mentioned above is one response. The creation of tripartite
training councils to guide curriculum development, testing, certification, and the monitoring
of employment outcomes of training completors would be another. Such councils require agreat deal of time, effort, and perseverance, yet successful examples do exist (CADERH in
Honduras and the Vocational Training Corporation in Jordan 14). 

One problem which emerged in our assessment of institutional training programs in Sri Lanka
is what appears to be a certain degree of over specificity, relative to available resources. As 
a long-term objective, Government interventions in favor of skills development for preemployment should probably be limited to the provision of general, noncognitive skills, with
employers charged with the task of more specific skills development on the job. Later duringthe life cycle, the public sector could combine with private industry to provide work/study
opportunities aimed at preventing skill depreciaticn and providing skills upgrading for theemployed (or retraining for the unemployed). We are suggesting that, by concentrating themajority of its resources on specific skills development for first-job entrants, the Government
has failed to realize its comparative advantage and has ignored the experience of other 
developing countries (Dougherty 1989). 

Regarding on-the-job training (whcre rates of return are typically 2-3 times as high asinstitutional training), the key is to induce firms to provide industry-wide training, rather than
limiting themselves to firm-specific training. Without special incentives, employers fear that
training investments may be lost to competitors. Of course, if all were to make suchinvestments in concert, everyone would benefit. Skills which are lost to competitors could be
replaced from the enlarged pool within the industry. To a degree, this is the rationale behind
Sri Lanka's apprenticeship program. Although the prograi. includes a testing component, we 
are unclear as to how effective it has been in insuring that training is actually provided by
f'ms.'5 It strikes us that while better tests need to be more seriously applied, the system
might be further strengthened with the use of vouchers, so that apprentices might be able to 
choose where they get trained. 

14Jordan's case is illustrative of the difficulties of attempting to impose supply-side solutions on what is essentially a 
problem of demand deficiency. When Jordan's economy was booming in the 1970's and early 1980's, fuelled by Gulfprosperity, the VTC earned well-deserved recognition as a partner in development. Toward the end of the 1980's, labor
demand fell off, placements declined and the entity has since been contracted. 

* It is not clear how firms whose apprentices fail examinations can be sanctioned. 
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In fact, we note that, since human capital investments yield returns which benefit individuals 
as well as employers and society at large, individuals have an obligation to share in investment 
costs. Currently the educational/training system in Sri Lanka is heavily subsidized by the
public sector. We see a strong need, and justification, for user fees and other mechanisms to 
encourage self investment in human capital. Admittedly society does not wish to price the 
poor out of the skills-development market, but this argues for income-targeted subsidization.
There is no reason why the sons and daughters of the wealthy, or employed earners, cannot 
be charged for skills development.16 

An important component of this system development is certificatic..: :lnd testing. Employers
need to be assured of a quality output of training. Right now, there is no basis for judging
the good and bad. 

FINANCING 

Clearly the two most significant impediments to the construction of a true human capital
development system in Sri Lanka are lack of will and money. Neither without the other will 
serve any purpose, but the former is certainly easier to generate when the latter is present.
If the Government is serious about upgrading skills in anticipation of technology absorption,
it will have to somehow earmark special funds for the purpose . 

It is not that the public sector must bear the full-cost burden of all human capital investments 
in the country, but it must have sufficient resources to leverage the necesary investments from
individuals, firms, donors, and facilitating non-government oranizations. Moreover, it must
have funds to monitor the process and to insure that investments are tilted in favor of the most 
cost-effective alternatives. 

This suggests the desirability of creating a human capital investment fund which could be used 
to upgrade facilities, purchase supporting teaching materials, finance special short-term courses,
provide loans to low-income applicants, etc. We suggest that the proceeds of such a fund
might better be spent on the demand side of the skills-development market (employers and
potential trainees), with the intention of inducing responsive growth from private (or non
profit) suppliers. This, of course, would be a gradual process, with initial funds invested in 
the upgrading of existing programs. 

Other countries, particularly in Latin America, finance such funds with a special tax (levy) on
employers. Traditionally such a tax is based on payrolls, but as this builds in a bias against
labor utilization, it might be better to use a sales or a value-added tax. Admittedly, Sri
Lankan employers are already being overtaxed and such an option does not appear immediately
feasible. The development of such a system should, however, be a longer term objective. As 
an interim measure, consideration might be given to using some portion of Employer/Employee
Provident or Trust Funds a program for human capitalto finance loan investments (e.g.,
through vouchers). Currently those funds are being used to support general Government 

"Since June of 1990, stipends to apprentices are supposedly restricted to members of poor families. Other training 
programs continue to be non-means tested. 
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expenditures with an implicit rate of return of about 6% (as opposed to the current market rate 
of 20%). 

The key to these levy systems is how proceeds are used to encourage firms to invest in the
human capital of their employees. Such systems are, in fact, known as "levy/grant" systems.Employers can be provided tax credits or direct subsidies to purchase or otiherwise provide
training for employees. An appealing variant would be to provide a tax credit to firms for
each employee who passes a certified industry examination (competency-based). This wouldimply subsidization (or tax forgiveness) by result, rather than by inputs. The development of
competency-based examinations is no easy task, but it is an area in which USAID has been
active in other countries (Costa Rica, Honduras). The International Labor Organization is
working with the construction industry to develop such tests (the ICTAD Project). 

PROVIDING THE OVERHEAD 

Inconsistencies and fragmentation in the current system have been noted. We have observed
that lack of coordination has prevented the realization of economies of scale and the rise oftoo many institutions with too little funding. The private sector is not linked into the system
because there is no system with which to link. 

The creation of a high-level national training authority thus has appeal, particularly if the 
concept of a training fund is pursued. We hasten to add that we are speaking of something
very different than the vocational education authority now under the responsibility of the
Ministry of Youth Affairs and Sports, or the proposal advanced by the Minister of Labour to 
create a similar competing authority under that Ministry. In fact, we would see the public
sector as having only a minority voice in the new authority, with the lead being taken by
employers, unions, and NGO's. We stress that we are speaking of a national authority, whichwould have oversight over similar local bodies (or councils) located in individual Districts or 
localities. 

Clearly strategic planning is an important component of any effort to create a skill
development system. We are aware that USAID is funding a manpower planning effort withinthe Ministry of Policy Planning, but we must observe that such exercises are more ajpropriate
for labor shortage, than for labour surplus, situations such as now confronting Sri Lanka. We see an important role for such a unit, extending beyond the simple projection of disequilibrium
situations. Analysis of business development prospects and the identification of export
opportunities are activities which could fruitfully be pursued by such a planning unit. There 
are additional activities which could be prompted (but not necessarily carried out) by a human 
resource planning unit--tracer studies of program completors, the identification of critical
unfilled job vacancies, labor market signalling to anticipate changing conditions, wage policy
analyses, etc. 

DEALING WITH THOSE LEFT BEHIND 

The previous discussion (and options) is purely directed to the growth objective, which we 
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have stressed should be kept separate from the equity objective. Building business, we feel,
is distinct from distributing profits. We have observed that the current system mixes these.two approaches and suffers in consequence. Employers begin to feel that "poor people's
programs" are poor programs and they shy away from participation in those programs in 
consequence. 

We wolld distinguish between policies aimed at the redistribution of income in the short term,and policies designed to insure an equitable distribution of access to earning opportunities in
the future. As it turns out, skills development programs are inefficient transfer devices and
thus inappropriate for short-term redistributional objectives. Skills development investments
should be allocated in accordance with potential productivity, not current income. Moreover,
such investments take a long time to mature and rarely generate the rapid returns required bypoverty alleviation objectives. On the other hand, skills permit opporLunities to be accessed
and policy can improve the distribution of that access. 

There are or are likely to be, a number of distinct aspects to Sri Lanka's poverty alleviation 
strategy. There is the pure transfer component which is embodied in the food stamp program
and is intended to be at the core of the "Janasaviya" scheme. The potential contribution of
skills development to the attainment of this transfer objective is small. Employment
promotion, on the other hand, implies the development of small-and medium-scale industries
which can be assisted by skill-development efforts. Agricultural development, such as the
extension of cultivation to new areas, multiple cropping, crop diversification, linkages to agroprocessing opportunities, etc., requires the demonstration of new techniques and profit
opportunities. Here the problem is not so much skills but knowledge. In other words, there are crossovers between the growth and equity components of the development strategy. Some
of these crossovers imply skill development, but others do not. 

The investment component of the "Janasaviya" program (funds to be lent for self employment)
raises a number of questions, but not necessarily related to skills development. Clearly some 
sort of assistance will be required to insure that recipients can make effective investments
(management and financial guidance). Beyond this, it is not clear what proportion of the
population can benefit from this aspect of the program--presumably, it should be reserved forthose who have an interest, and whose primary reason for being in poverty is lack of capital,
which we suspect is a small proportion of the total. As to the remaining majority, we arecurious as to why there has been such little discussion of investment pooling, mutual funds,
and similar schemes. In Indonesia, to cite one example; large corporations are selling shares
to local co-operatives in an effort redistribute not income,to but wealth. How well this
scheme will work remains to be seen, but it does have the advantage of not requiring active 
management ability from every and all participants. 

CONCLUDNG OBSERVATION 

One of the central messages of this report has been that the demand for skill development
should be looked on as a derived demand, derived ultimately from the services and incomes
those skills can generate. Skills development is not an end in itself, but an intermediate input.
Sometimes, the ultimate objective is output and growth, other times the objective is increasing 

37
 



the efficiency of transfer programs. The kinds of skills or ancillary services which are
required in each case are different.
 

Our inquiry began with the question, how can the private sector be induced to participate more
fully in Sri Lanka's skills development process? Our answer 
is that a great many things canbe done, but a lot of preconditions must be satisfied before they are likely to be effective.If one is interested in launching an experiment to determine the feasibility of "privatizing"
the training system, there may be more favorable environments than Sri Lanka. Beforespeaking of private-sector participation in any social policy, it might be necessary first to 
ensure private-sector development. 
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APPENDIX A 

Assessing the Cost-Effectiveness
 
of Training Programs in Sri Lank,.
 

THE TRADITIONAL APPROACH 

The standard way of measuring economic returns to investments in skills development is with
the use of an experimental design. A given population of individuals with like characteristics
is randomly assigned to either of two groups--an experimental group, which receives a
stipulated set of training courses, and a control group, which receives no training. Costs
associated widh the former group are recorded, usually in terms of fixed, variable, and
overhead components. Thereafter, employment and earnings patterns of the two groups are
compared over time (expected working life). If employment chances are equal between the 
two groups but training completors earn, on average, 10% more than those who were not
trained, then the benefit of taining is calculated at 10%. This is expressed in monetary terms
(e.g., a difference in earnings of, say, Rs. 400,000 for a 30-year working life) and the result
is compared with costs. For example, the training program might cost Rs. 10,000 to generate
the Rs. 400,000 benefit which, when discounted over the 30-year period, could compare
favorably with aLternative uses of investable funds. 

In reality, the calculations are considerably complicated by the need to control for different 
background characteristics among those who go through training relative to those who do not,
and for different employment experiences over the life cycle. Ideally, data would be available
separately for experimental and control groups for each and every year of their respective
working lives. Some persons m,.y have sporadic unemployment throughout their lives, but find
their first jobs easily; others may have a lengthy duration of unemployment while waiting for 

mtheir first jobs but steady employment thereafter, etc. ' he wage component of the calculation
is particularly important. The differential effect of training on the chances of finding first jobs
may be small, but the impact on subsequent wage rates may be large. The idea, then, is to 
sum earnings (wages times hours times weeks worked) across all the years of labor market
activity of control and experimental individuals to determine whether the (presumed) difference 
is sufficiently positive to cover the training investment. 

AVAILABLE DATA 

A 1985 (reverse) tracer study of 493 individuals who had completed some form of
Government-provided training by 1983 was carried out by the then Employment and
Manpower Planning Division of the Ministry of Plan Implementation (since dissolved). The
study did not collect data on those who had not gone through training, nor even on those whomight have started, but not completed, a program. Details on the characteristics of the sample, 
or of the population it purportedly represented (i.e., weights) are a bit unclear (Ministry of 
Plan Implementation, 1987, pp. 2-6). 

43
 



Although the report provides information on 	 reasonsfields of study, for taking training, andother details, the only data relevant to the cost-effectiveness question are those provided in 
Table II.A.1 

It 	will be noted that more than 50% of program completors were unemployed two years after
their training, although some may have been employed at some time during the 2-year interval.
Although we have no way of knowing whether untrained peers fared better or worse than
this group of training graduates, an employment rate of less than 50% strongly suggests that
the trei-ning was not cost-effective. To determine this with certainty, we would have to knowsomething about the wages of this employed group (relative to those who had not undergone
training) and to have more data on their lifetime experiences (not just 2 years). What data are available do not contradict the hypothesis that training in Sri Lanka has not been cost
effective, because of a general lack of jobs or a desire among training graduates to wait for
high-wage job openings in the modem sector (public or 	private). 

TABLE II. A.1 

Employment Status of Training Program Completors 

Field of Training Employed Unemployed Self Total 
Employed 

1. Professional, No. 61 	 62 2 135
Technical and % 48.8 49.6 1.6 100.0 
related 

2. 	Clerical and No 34 49 	 2 85
related % 40.0 	 57.6 2.4 100.0 

3. 	 Service work No -1 1 
% 100.0 100.0 

4. 	Agriculture No 36 3 3 42
and related % 85.7 7.1 7.1 100.0 

5. Production No 88 	 121 6 215
and related % 40.9 	 56.3 2.8 100.0 

Total No 219 	 235 24 478
 
% 46.8 	 50.2 3.0 100.0 

The study did not provide data on costs of training, but similar studies in other countries have
found vocational training to be extremely expensive, about 3-5 times as costly as normal
secondary education (Psacharopolous, 1987). The only institution from which cost data could
be secured in Sri Lanka was the Apprenticeship Training Institute, an admittedly "gold plated" 
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program. Administrators estimate that the institutional component of their program costs aboutRs. 100,000 (US$2500) This mayper person year.
facilities and equipment, however. Even small 
placement rates of less than 50%. 

costs 
not include the depreciated value of 

can hardly be justified by subsequent 

CONCEPTUAL PROBLEMS 

There are a number of conceptual difficulties with cost-beniefit calculations for skilldevelopment programs, even where the desired data exist. Suppose, for example, that asignificantly greater proportion of training completors find jobs than a similar group who havenot undertaken training. This does not necessarily mean that training has increased economicefficiency. It could simply mean that the former group has displaced the latter in employment,perhaps due to business contacts from instructors. The question to be addressed is whetheraggregate employment or productivity have increased, not merely whether unemployment has
been redistributed. 

Moreover, as has been noted, the goal of skills development within a developing economyshould be to reduce the skills constraint on growth. This means that skill shortages shouldnot hamper the absorption of capital and technology, but this sort of (future) macroeconomic
effect is not amendable to cost-benefit ratios that are (past or current) measurements applicablewithin a partial equilibirum framework, with all other influences (save training) held constant.Capital absorption and its effects on growth can only be analyzed within a general equilibriumframework where interactions and feedback are measured. In the skills development area,traditional cost-effectiveness measures are least relevant for the assessment of the most
important effects of the process. 

WHAT TO DO? 

While cost-effectiveness measures may not be suitable for such broad questions as the impactof human capital investments on growth prospects, they are useful for other policy questions.Within the area of transfer/equity concerns, for example, Government may wish to redistribute access to limited job opportunities and to use skill training programs to effect thisredistribution. Here, the concern is not really to increase product or output so much as it isto tilt limited available opportunities in favor of the unemployed. In this case, partialequilibrium measures are suitable and placement/wage rate date are appropriate indicators of
the rate of attainment of policy objectives. 

The required statistical indicators for such assessments are those outlined previously, i.e.,placement rates, and subsequent employment/earnings profiles for training completors comparedwith others who did not go through such programs. A very useful activity in this regardwould be a longer term tracer study (which can serve other purposes as well), covering say,20 years of economic activity. This would provide meaningful data on the effectiveness of a set of policy interventions--i.e., measures on the outcomes of programs--as opposed tointended outcomes such as those derived from manpower planning exercises (Kelly, 1990).Put another way, these sorts of cost/benefit measures permit program monitoring as opposedto program control. They may therefore provide a superior method for planning, in anuncertain economic environment, than less efficacious simple projections of past trends. 

45
 



APPENDIX B
 

46
 



Inventory of Vocational and Technical Training Institutes 
in Sri Lanka 

1. Name 	of Institution 

2. 	 Classification:
 
Government/Public 
 Formal (degree)
Private Informal 
Corporation/Industr.y 

3. 	 What inajor programs and courses do you offer?
 
Programs: 
 Courses: 

4. List capacity of each program and utilization rate. 

5. List reasons for being below capacity 
a. teachers = lack/low salaries/undertrained
b. facilities/equipment = lack/no funds/inadequate 
c. job placements = 	no jobs
d. lack of interest/awareness of students 
e. operating funds = low 
f. students can't afford 

g. 
h. 

6. List reasons for being above capacity 

a. 

b. 

C. 

7. What are the areas of critical need in Voc/Tech Ed and why? 
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8. 	 Who is (1) and who should be (SB) responsible for the following activities? 

Activity 	 Government Private Employer 

Training Facilities 
Teachers/Trainers 
Funding/Tuition 
Matching Training with 

Job 	Opportunity 
Other 

9. 	 How is the curriculum determined in your institution? 

10. How are curriculum needs identified, updated, and revised? 

11. 	What is your institution's involvement in any type of work-study programs? "v'ould you 
like to see this involvement increased or decreased? 

12. Where do you get your teachers/instructors? 

13. Are the teachers adequately prepared? -Yes _No? If not, what requirements would 
you like them to have? 

14. What is the cost 
per student? 
per hour of instruction? 
per program? 

15. What Le the placement rates of your studerts within 6 months after completing your
program? 

16. What are the wages of your students compared with students with no education or training
working in the same kind of job? 

17. Of the students who finish your program, what percent are able to find jobs using the 
skills they were trained for? 

18. What would you like to see changed in the Vocational and Technical Educational system? 
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A CHART SHOWING MAJOR MINISTRIES W TH THEIR ORGAlSATIONAL SET UP 
FOR TECHNICAL AND VOCATIONAL ECUCAMT /TRAINING AS I FEBRUARY, 1989. 
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Source: Asian Development Bank, 1989. 
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STRUCTURE OF TECHNICALIVOCTIONAL EDUCATION IN 
SRI LANKA 

C3LL EGIATE 
E:UCATION 
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Source: Asian Development Bank, 1989. 
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Ft~hnjC:H t1 jjjl 's 

Name of College Location WhenEstablished Name of College 	 'henLocation [-,Lablished 
(a) 	National Tecnncal '.yva Road 1983 (c) Grade II Technical Colleges,'Teacher Training Dehiwala I :\nuradhaPurs " New Tov n 965Collge 	 ' .r d ap5 
(b) 	 Grade I Tecnical Anurdhapura
 

Colleges
I. Sri Lanka Tech- 2nd Division, 1894 2. Darubulla .la3le Road lYR2nicat College Maradana. 

Dambulla
 

Colombo 10
2. 	 Hardy Technical Inginiyagala 1960 3. flasalaks Yoda 1l1a RoadCollege 	 1981Road. Ampara
3. 	 Badulla I lasalakaGreenland Drive. 1962 4. 	 Ilomagama (Wllarna 1979Badulla n	 •4. 	 Galle Kaluwella. 1957 5. 	 Kalutara Kalamnulla. 1974Galle 
5. Dehiwala Waidya Road. 1968 	 Kalutara

6. 	 Kealle Kachchan Road, lU4Dehiwala. Kcialle6. Jaffna Brown Road. 1959 7. ,Matara Wele,,,a. 1974Jaffna ,laa7. 	 Kandy Arruppola. Kandy 1975 8. 	 Maitakkuliya RcxJrteto P13ce 1978Kandy Branch. 1975 Colombo 15 
I laniana Road. 

Kandy8. Warakapola Ainhagala Road. 1978 9. 	 Nu%,ara Eliya Jaaihilaka .la%,aiha. 1979 
Warakapla Nuwapa.fali)a

9. Kuliyapitiya Pannala Road. 1978 10. 	 Ratnapura Palm Garden. 1975Kuliyapitiya 
Colomto Road. 

Rainapura
10. 	 Beliatla Puwakdanda.va. 1985 II. 	 Sammanhurai Ampara Road. 1974Beliatra 

S974anthoII. 	 Kurunegala Pultalam Ru:-!. i
1965 (d) Affiliated Technical Units 

Kururnegala12. 	 Sri Lanka Cons- St. Thoinus Road. 1987 I. Batapinya
truction Industry Wewatenna. Wapauwa. 1982 
Maintenance & l3andarawela Off Station Road. 

oiBSlatiya
Training Centre
 
(SLIM & TC)
13. 	 Ratnialana Galle Road, 2. 	 Patha Dumbara Navayalaihenna. 197RRatmalana 1988 

Katup aoaia3. \Varyapola Chilaw Road. 1982 
W., riya pal a 

'. 	 B3atlicaloa N11anchai, lhxuwa, 11)_ 

* Munetaale 	 KattakunilyPoiivil Road. IQ'4 

Sir, cal., 
,,ocrapale 

Li .,.L~ LL 

Source: Asian Development Bank, 1989. 
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Courses Offered by Technical Colleges 

Higher National Diploma Courses (0IND) 

- lIND in Accountancy 
- lIND in Commerce 
-lIND in Civil Engineering-
-I IND in Mechanical Engineering 
- IND in Electrical Engineenng 

National Diploma Courses (ND) 

-ND in Agriculture 
- ND in Business Studies


ND in Hfome Econonics 

ND in English 


- ND in English (Part time)-ND in Jewelry Desi-n and Manufacture 

National Certificate Courses (NC)
 
- NC in Business Studies (New svl.)


NCin Business Studies ( 

NCinBusiness Studies-
- NC in Business Studies (Part time evenings) 

Stenographers Certificate (Full time day)Stenographers Certificate (Par time evening) 

Salesnanship Sdes Management 
- NC in Technology 
- NC in Civil Engineering Technology 
- NC in Mechanicd Entineerine Technology 
- NC iniElectrical and Etlectronic Enginecri-TechinologyTChology frrig
NC in Quantity Surveving 

- Draughtsman Apprentices Certificate 
- NC in Gem Industry 

- National Certificate for Labour and 
Tax Return Clerks 

- National Certificate in English for Commerce 
Industry and Further Education (Part time 
evenings)

NC in Secretarial Practice 

Pre-I
INC Qualifying Course 


Short Courses Offered to Other Organizations 

Six months basic training programme provided
to the National Apprenticeship Board 

- Wood Work 
Electrical Wiring 


- Automotive Mechanics 

Fitting 
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National Craft (lTrade (enificite Courses 
(NCC)
 

- NCC in .Machinrinn 
NCC in Flting
NCC in Autonotive Niecha'rotcs 
NCC in Electrical Installation in 

Ihuildings 

- NCC in Radio and Electronic 
Mechanic.i 

- Basic Electronics
 
- lurnhin
 
- Electrical Wiring 
- Radio Servicine 
Refngeration and Air Conditioning 
- t"l'irctor d iMechanics 

- Motor Vehicle Electrical Course 
- Welding Practice 
- Agnculture and Animal IInshandrv 
-Textile and Furnishing .lanufactiire 
- NCEC General Machinist 

- NCEC Gas and Arc Welder
 
NCEC Electrical Wireman
NCEC Radio, TV, and Electronic 

Serviceman 
- NCEC Wood Machinist
Short Courses (3 months to I year)-

mainly intended for self
ernpoyvment

- \Vood Carving 
- Electrical Wiring 
- Radio Servicing 
- Welding Practice (Evening) 

(n 
-Tailoring (Gents) 
- Batiks and Textile Printine-One Year 
- Artificial Flower and Doll Making 

- Motor Cycle and Scooter 
Maintenance/Repair 

- Anthurium and Orchid Culture 

- Maintenance and Repair of MotorVehicles 

-Owner Drivers 
- Handicraft Course 
-Production of Leather Goods 
-TV. Installation 
- Dress Making 
- Ten weeks Artisan Trainin 

Programmes provided for:he

Institute of Constructiin Trainin,, 

arid Development
 
- Woodwork
 

-lectncl Wirin,
 
- I-letm n g


Steel Fix'iig and 13ar/Bendtrig 
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ATI Training Scheme 

71-c ATjc L 
I ~ ~TestI a I jln~ Trtwr-. Lntrtjo ostaL.&hbo 4cggjFueWi.,ud.r

I 

c~zyto frnocl Co d-cr-~d for'hhy 
I. - Cowiruct'n Ma&Un S&J~odcrafts gm-n for A*:quI.,oa &d,.rwcod skilLs wandkno~4odg 0)otn~k%w inx~kJh a Ek~ubCJn (Spoc.... a L r an8o to d-e4kp saH~ ismpkcym~rl by vvA&hop couruoa and by Vc s"ud of lcrnsE1trcokr~" o6-.:c-g crfn.x-L3 Mti.Ipiad Up"04 on mchmpofy/oqu,,p. 

rront and "lohd mwancmnl saliL& 2 
17?.o ATI cca^JcL3 3 yea.r 9;-~r~~s L-aning COur-aa* In r 

sc :I-Jvoat,tD,;c in onn.n hofiolls. Aal Yw inGwR*tror kirkmiod~o an-d C'peuooccr1sa3! of t-L. o u tiarnng mnnv U-.o r---e pwi
a *.. to-cc"- Ua-rd> yoa a;, vL,.z *d I: 

I n oiot

3: so.izod cratizirrmn ca;-ablo of -kclk-W~n I~x vf;.' i Bc~t~-n~r.con 5 to 12 wanks in ooch of '10± ccfd.o efoac adwth:,a aro 7P.%.rd own. Apfdenbsc3 "r pt"-Adod "ttt- C~ %1 516c~~c k Wccd.dO.'l Ttrozc 
21b Trvkgc-o 

, ,,.oAT[ cc -.'.e s in no Ccn truct on. E oc utnc Ycac 2 
E noc o 2 T r a c 

ot c~'- LiAI ~ :. ~j EAondo knac-.Io3 &rquiod In IO~ok.T.e(Iof Vieprt 

~.~I i!-. c,7.n'o KLrx- of tlIo tfo'hino pork d Tho t 3 vancod roIOtoa Ihoory ti'PPOrlod byCO.--"j u-io - Ccic~r-, n.nof 7chnol. 

C'~j. IC'2l'Cn ~ 

4( 
-urk hcjs nJ){J 1nt n-ut prnCI.an
a-.j TOzhnl C D.%Yg. taught In anL- k r,'.4h rnc'orn loncoing aQda tL. C~l i much roqubio work OL-ApfwV'.o Q 10 Iabolotuloo wit LOIC,31uqj~_xC-N), stI prl-of in woll cq<urppod sinnd I,:, ot,6. OrPC-,07wQII 

*S;; lel ofIo LTo Vrnza F-el tG0om f.vr Le.rIcz.; .aiarc Lah =3a 3 zjfLano-d indusiuolI ontabi.3hmonts.
i c~r-n.-Zn 5,1IOL-.5 uno fl~I yoa: b-a-.c Liornng at tho AT].CIO Dhcf rLo '.-on tfc-.(Jt.(.., I rtcr soecond and third - ' 

Year 1Intermediate 
Ti.~ ~ ~O~5 i5L~ ~i~~oe~~o ~ Ya I'~J~~r TestitV.2~ .~ct Lnctso aro cornd,-.Iod at ATI 50 Inciructorr; Leciuretr; 

*30Admnsr t Oihara
 
.r:o irugcc,--'c3 i pwz:dJco qjnfifcd crot~o, 
 who 

.1-, -13 inrkey ~ si 5German AdvIcu.,~rlvn idsashighl'y 
C'.c- ~ T{.1L ar~ a~i o hr o.ponnv-o as supcervisc-eC&3u~~ 

or fZ.r CrcC. 
l cCO3an nU~tiois nodrt iHW ga~n kr, 'iodj - wndctrca skills in ar;,t ~c~~Cc5 ~t ~~ srpc.rmcu drin trada, to achieve idonltfo(d~~~'o~~~ L'grgu*j (3 

U 
in~r io~noeht yot. 2-

Cr ,uzutf CCT7.lUL,:W( Gi LiO ticin~r, cc.,rr.o and ire finaJ 
1.j IJu) 

SECON4 DARY SCHOOL SYSTEM 
- ,( 0 reogi~foroJ tfiroosLaav3 at Lwur.^,Lon 16 and25 Mrimum c-L.Ca. I Yfar fI4~.'Sore: 18A I onaI rOquircrnunt 3CE.'O Level 2 yfari11 tSource: ATI, 19893 
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,NuLiUher of EstaljlI inien'is ( n, Ic t Iin. Arprenti t sip Trainin I under NA B 

Year 

A p p re n i c v hlip QI4 7 t 1Q'4 I 9 9 I,8l Rh I ljg7 

Craft Apprenticeshlip 757 7'. 2 8X. I()- 11h3 1302 
Technician Apprenticeship 54 71) 65 7h 115 94 

" Special Apprenticeship 23 17 16 3 41 45 
Job-Bank Apprcnticclip 07 (12 (16  -
Village-Level Apprenticeship 256 3t) I 360 414 680 619 
Engineering Undergraduate

Apprenticeship 124 R3 79 97 
 199 
Construction Industry Apprenticehip 119 '16 61 42 61 67 
Grand Toal 	 3-10 1 I AUf, 1.176 1 73R 2057 512. 

* 	 Craft Apprenticesh)ip licludcd Craft Apprentice,0hii (izti.p'lr,,cd Frde Pr,%aLiiine and Ciaft Apprenticeship Situational Nonnal 
Programme. 

" 	 Special Apprenliceship Included Special ,\pprcriicc,.hp I'Pt,,'raiie ;tnd Special Siluational Apprenticeship Prograninic.
Construction Industry Trades Apprenticeship Included Conrt,ruttion.Su:cr tor. School Leaver-s. 

Source: Asian Development Bank, 1989. 
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NAB Training Pror2mrri :Trnd in Intake and Output 
192.19 7
 

Title of Entry '2 1 18 1Y___ I l 7 I'4xMProgranme .lc ( ' 
l86 

uratcon Rcouitr. fni.tc Outpu i Jr' HiltI.,ic t).tl.i InLaic¢GtUput II1ake Otulu lilnjc nij
nnonitti rnentf% 

Engineering b Uncr"n,, I1138 917 13.0 11.8 I"'( uI8 1162 1116 .cI 7.1 ,7
 
L'nderzra. Studcnt 
dual ¢ 

Technician 12 'DT I 377 2l9 9)J 341 363 317 29.5 . L" 0 h 
App rent icc- - : ,n. 
ship Theory 

SpeciaJ 48 GCE 187 57 159 172 tb4 120 42"9 102 :S6 141 24.8 
(l) Appr- (O/IL) 
eniceship 

Special 12-48 GCE 26 ' 1(02 II 3 82 119 10 IX) 54 0 III 
(Siluational) (014 
Apprnenti
ceship 

Sub-Techni- 12 GCE 141 141 269 2"U -'07 233 141 188 225 155 179 152 
Cian Appren- (O/L 
Iictsip 

Conid. 

Table A.87"Coid. 

Title of Entry Pi42 Ij t Ili 19 5 -19X6 IVW7 I9X'Programme Duration Require- Intake Output I Intake O: it Intake (Otput I Intake Output Intake Ouput Iniake InLake 
months mcnt _ _ 

Craft 6-48 GCE(O/L) 4-4W7 2612 4022 3372 422S 2S67 4519 2921 4293 2697 4147 3158
 
Apprentice- 8th Std. 
ship including 7th Std. 
AT] 

Craft 6-48 8th Std. 567 175 600 391 "64 311 60-. 335 KK1 259 483 430
 
(Situational) 
Appr'ntice
ship 

Village 12 6th Sid. 594 259 721 Zn, ' ,7 1007 (,.1(19 1(117 1171 
Level Appr1. 

nliceship
 

Artiiin 6-12 5th Sid. 
 129 43 22 I , . 
Apprentice
ship 

I --

Total 2616 4'8 ' j-lx , - 'AIls lxi 8I 7.111 

Source: Asian Development Bank, 1989. 
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Skills Development Programme of the Iepartment of Labour-Progress 1977.1985 

Vocation 

I. Tailoring (12) 
2. Carpentry (09) 
3. Masonry (09) 
4. Mat Weaving (06) 
5. Industrial Sewing (45 days) 
6. English Typing (04 months) 
7. Self-Aanaged Women's Farms (121 
8. Motor Mechanism (12) 
9. Sheet Metal (12) 

10. Mechanism (12) 
II. Fitting (12) 
12. Tractor Mechanism (121 
13. Electrical Wiring (12) 
14. Moulding (12) 
15. Pattern Making (12) 
16. Radio Technology (12) 
17. Mechanical Boat Engines (12) 
18. Welding (12) 
19. Nleclnic-ii Carpientry (12) 
20. Comurtciton & PttIltig (112) 
21. Air-C miditioi tine& Refr eration 1121 

1977 

826 
221 
322 
-
-

--

82 
28 
30 
70 
45 
26 
-

-

f, 
25 
25 
-

.....-( 
-

-

1979 

2137 
6Q4 
6-42 

-
-

78 
32 
34 
8o 
53 
2R 

-

II 
*1I 

2'J1 

-

IQ7o 

28.15 
62 
91I 

22 
-

76 
31 
.12 
71 
t4 
21 
4 

r, 
-

311 

. 

1Q80 

3025 
973 

1217 
45 

578 
-
-

77 
32 
36 
6I7 
65 
32 
12 

1(8 
17 
28 
35 

- -

1981 

'3831 
1168 
1122 

74 
1150 

84 
29 
67 
36 
36 

IU3 
66 
35 
12 
17 
2(1 
30 
35 
-

19R2 

3992 
II12 
1355 

1W0 
106' 
88 
20 

150 
37 
53 
71 
96 
38 
14 
08 
24 

1 3() 
57 

I(X) 
I 1(1 

1983 

43(9 
1215 
1404 

88 
1253 

80 
24 

140 
85 
48 
76 

I(X) 
35 
13 
-
(8 
19 
55 
8. 
0 -

( 

199.1 

421.1 
1253 
031 

86 
1310 

120 
25 

112 
41) 

5I 
70 
.SO 
40 
21. 
-

23 
(1 
4(1 

275 
155 

I, 85 

4220 
1273 
1331 

92 
1448 

85 
25 

1-14 
-
57 
54 

118 
48 
I l 

-

25 
27 
73 

144 
Itt?12 

Total i 7M, .. 1 4,,(77 6274 7923 R959 9182 92113 95(X1 

Figurcs within bracket indicate duraitiof u.' ei i- ninth' 

Source: Asian Development Bank, 1989. 
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()utput rrend of Irzint. i rainta b ILT %D 

Masonry 

Carpentry 

Electrical Wiring 
Plumbing 

Steel Fixing & Bar-Bcnding 
Building Maintenance Operators 
Building Maintenance Supervisors 
Supervisors 
Middle Management Training 1 

Upper Management Training 

51 

4,S 

76 

3 

19.1 

Z98 
74 

27 

300 

"S 

"21&6 

539 

317 
81 

365 

IS5 

I,05 

352 
214 

134 

253 
72 

1773 

1567 

365 
2L) 

120 
36 

16 
217 

88 

175 

1573 
151 
29 

150 

267 
45 

154 

1415 

312 
173 

U9 

275 
327 

1017 

97t7 

2 2 
1193 

f21 
.o 

1 

175K 
632 

Heavy Equipment Operators 

Light Equipment Opcrators 
221 333 177 281 273 -' )2 I187 

Ileavy Equipment Mechanics 

Light Equipment Mechanics 
Advanced Mechanics 

j 
73i 2U9 2&4 292 209 17( 1216 

Training for llihways Sector 
Chief Engineers 
Executive Engincers 

Tcchnical Olicers 
RouJ Mimttincn' Av:mn 

62, 157 255 ltlt) 

Work qurvrifmjidenis 
Skilh Tflll v.72illu)II'llyt,' 

hllion lHous,: 
Masonry 

Carpen(em 

P' raiimui 

153 
79 

2843 

3210 
2S87 
2971 

2963 
35(17 

.484h 

9767 

Total 175 -2 5. 536 11650 L925 

Source: Asian Development Bank, 1989. 
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Student Admissions to Technical Colleges by Course, 1987/88 

C-'C Co.rc, LU¢c 

AZcornianzy IIND 
Commerce IND 
C-1liEnFnectcin IIND 
hlccli Lni:,rcenni }l-;DLIcimt LtEnpr;cc IlIND 
Aien Enuho~tt 41.0 
ALnc'l.tc ND 

IJ -c.rJ.% ND 
Ilonc L.ocmct N.D 
nr1.;4.h ND 

(En thth :.D 
rn,)Cc.;n ND 

Dur 

4 
4 
3 
33 
3D2 
3 

2 
2 
2 

3 
2 

Fr 

Pr 
2 
I 
1 

1 
1 
1 

2 
1 

<.. 

Applf 
802 
771 

0 
00 
07 

947 

795 
409 
266 

431 
53 

Total ......... 

Ini.cd Soled RctJ 

175 741 395 
SIS 327 251 

0 0 34 
0 2200 0 40 

2t 0 40 
4125 70 66 

458 30 7 226 
90 61 64 
122 58 50 
103 60 42 
29 22 15 

Cournt Courote Levcl 

AutiOtIr" Plcch NCC 
Automotic hlech. NCC 
Tcxtile & Funiihing NCC 
NIAElect Instalin blutldJ;NCC 
ccctr. lhlcchn,Ccs NCC 

W oLd.ol NCC 

Ri.4u & Eiecttji CC 
ich 
" " SC 

k,%'lJ. .."r1,e' SC 
T-dunn

6i 4Gc,,4 SC 

Dur 

2 
2 
2 

2 
2 
2 

2 

I 

1 

"FT ..... Totw 
PT ApplI lIr-d 

2 814 410 
2 Mu5 35 
2 66 6h 

I 755 381 
I 216 3(1 
1 20 2U 
1 195 97 

2 19 61) 
2 40S 23 5 
2 412 Ito 

Slcd 

210 
16 

29 

194 
i5 

4b 

40 

31 

446 
60 

> 

RCq 

177 

26 
21 

147 
15 
o 

3 ; 

1' 

63 
45 

ite4.nn.r' E 
S.,n.€c 

I 
4 

S.,-:-S 1 

5;-*JC1 
- .r .. 

NC 

tiC 

NC 
C 

2 

2 
1 

2 

2 

2 
2 

45 

2199 

486 
hO 

36 

1252 

409 
53 

19 

799 

324 
41 

11 

5', 

20' 
2' 

?.3.he Ecbtn J.ry
l..ltr Cy &S.,It 

PL ..I4"I0P 

AIwun.m & 0lch4J 

C.I 
N-yj.. ,Ant 

SC 
Sc 

SC 

SC 

1 
1 

1 

2 
2 

2 

1 

111 
24 

30 

32 

Id 
14 

_U 

12 

10 
10 

4o 

40 

4U 
4 

t0 

4 

00 4.,.,..hC .~.~. 
, C'n . 

S::tz;: P.::1 
I't: t.2'c, .rn 

"C 

-. 1.C 
:.C 

,C 
.c 

, 

1 
. 

1 
2 

1 

1 
2 

4 

M47 

1557 
645 

165 
145 

2455 

971 
735 

445 
134 

'147 

552 
505 
* 
4I6 

1I4. 

h, 
423 

0h. 
9U 

N.Ir & 4<ck 1, 

,t ' h 
(- IN,,s 

4 ' 
L.circ.i l ,rul 

SC 

-C 

SC 
SC 1 

2 

2 
2 
2 

73 

32 

7. 
117 

It. 

2" 

17 
I10 

4 

it, 

27 
(7 

1 

2 

"C 
c,,E !.C 

nc:.En Tc~ ,..., :.C 
[1c t1 . Lit .:'., IC 

.ed;:.4 " 

,A;rrn ,C 

cmtnir t.C 

S..t.op ?rtt J.CC 
l CC 

Elcctnc.,l' 1CC 
(-J,o Scr'.,rg INCC 
-. r,.nc Snip Prm: NCC 
:..n.4cect.l NCC 

:3.0tot Mccl..,:t ,CC 

• t eawV ct,E e t. t4CC 

1 
2 

3 
3 

C 3 
I 

1 

2 
1 

I 

1 
3 
2 
1 

1 

2 
2 

2 
2 

2 
I 

2 

I 
2 
2 

2 
2 
1 

2 

2 

62 
18 O 

911 
1108 

".. 
722 

W096 

99 

777 
61 

392 
134 
25 

242 

30 

509 

or,R 
1205 

703 
798 

548 
1629 

41 

436 
15 

215 

111 
25 
156 

29 

168 

423 
773 

3-2 
434 

2,)3 
8W 

21 

233 
9 

1c6 

44 
12 

444 

16 

90 

376 
673 

2)d
367 

245 
783 

i 

I486 
9 

117 

38 
0 

102 

12 

67 

% , SC 
fIcctc.4 ',... Sti; 
A,1,nm ,ct,.Mchrt.-ci SC

M1.ilgSC 
Ft .l.n SCFou.Jnt SC 

..I; TrfJe SC 
Elfciical Winn, SC 
Pilurnb,n S.F 
Siel F-,,, & iat SC 
i.43ngn 
,S.J.ufk SC 

Bulding Trade SC 
Electrcal Winng SC 
Plumbing SC 
Supcrvisory Tratning SC 
Supcrv.sory Training SC 

I 

1 
1 
1 

1 
1 

1 

1 

1 

1 
1 
1 

1 

0 

0 
0 
0 

0 
0 
0 

0 

0 
0 

0 
0 
0 

0 

9 U 'U 91 

420 1 244 24 
462 4.2 492 
49 49kII6 4.c1 3 1 11 
1.11 1e11 IcI 

1912 1932 1932 
402 402 402 
197 197 I")7 

145 145 145 

95 95 91 
109 109 1C) 
24 24 24 
16 16 46 

2 251 251 
33 33 33 

sctjn
VctJ.nr Pract).: NCC I 2 50 36 14 11 

Tuta] 33502 2212 415O7 14(0!5 

Note; I- dcnoic full-itlic Appld - AIJlicJ SCIed - SCleICtd 
2 -dcnoitc pal-time Itltd •Inlter%'cci RtcVJ.Rceisttcicd 

Source: Asian Development Bank, 1989. 
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Projections: Selected Principal Occupations, 1983-1991 

Total To~ial 
Occupation 	 No. Addiigonal Demand No." "' 19S3-IN_2_1_IN 3I__ 04M4l H wi5 ! J I I 1')(x I 19')v 	 1,1,41H~ 
Bok-keepers 103(,) 500 550 550 550 oX) o( ) 6C) 650 650 5250Sienographcr- t)4 1( 050I1). 	 lIX) (150 1(X) I((X IL0 1050 10 0 1)450Typ.s 124( 1050 I1(X) I .IM I "(X) I(XX) IX) I' (XX) (AA)Mason-, 7500 30M5 	 95(x)(X 30(X) 	 "(XX)3_030 (X) 30(.)_253 '-50 32-500 32' 1250Carpcnter 155()0 	 32E 027(X) 27X0 2:(X) 2900 2100 00 2600 270 2700 24)(X)Plumbers 	 1000 140 140 150 150 150 1.() 175 175Welders 6700 450 450 450 	

175 1405 
450 451 475 475 475 475 50OBlacksmiths 	 275 275 275 275 20 X0 200 2

6600 
00 200 21CIElecmcacl Wiremen 4-400 475 475 500 500 "o 4() 4(0 450 450 4(50

Motor Mcchanics/
Repairmen 40800 2100 2100 2100 2100 1900 1900 1900 1600 16(0) 7300Heavy Vehicle Dnvers 3150 400 400 U)0 350 350 350 400 400 450 3500 

Source: 	 Manpower Data Sources: Utilization Trends and Prospects in Sri Lanka(Employment and Manpower Planning Division of Ministry of Plan
Implementation) 
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Projections of Manpower Neeeds by Ministry of Local Government
 
Housing and Construction
 

T'i,t il 
No. Skill Caite or", l}iOI IIS'' 	 IIi I 1x333 

I. Tech. PIannirie & .MNe! I," 1127 124W I2X2 " 
2. Site Supcrvi, Ir 1J1QSIu(W
3. I avy Plant & Equip. 	 2.1).4 11-12 

41(X 116. 
', . 5 14J. LiLht Plant & Vc l e-,, 	 )(25 S) " 1i ,V.i,,ll)5. eIavy Equipment Mcch. 143-1 I 	

-. r 
I 1601 I .2 15N 76. Light -qtipment ,'cch. 1576 I 1I I 25 tI . iS7. ,l;isiii/ rackl;ve: . 107 I 7 -471)1 1 -I.7 .') I4. 	 .Iaiso l/Speci;l l ,h 
 055 UI i 1 I(I,,
11

9. Carpenter/Shulicrer _-. I 3V5I 4 
10. lBar-hender/Stcel Fixer 	

7'77 
31462 17 .3 lI 4 I t79I1. Scallolder I11-,) 1131 '2 I I 1.12712. Plurnber 1Xa9952 32371Ii'i31 4.1

13. Electrical Wirer 3X I0 l I 100. " 7 1I21 
Il{ i~5 I 12'M 5 I le, twi I _YfrtX'I 12 ;'-tl 

Source: Asian Development Bank, 1989. 
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A total Ot 50 :cmoanies were surveyed and 
in 'he case of a ajor-tvreceived from all fifty. of the Questions, -esponsenu er 
of responses 

in some s:tuations a quest:cn was not asked or was inaplicable.used in determininq percentages he number
,rcviaing dCirterent answers is given 
alongside each
question.
 

I. From the foflowinq list, 
select the most important activity area 
in which your firm is engaged.
of Respondents: 5r] [No
 

of Pesondents 

, of Pescondents 

Ceramic oroducts 4.00 Mar:ne products
Chemicals 
 6.00 
 Mnerils
Coconut oroducts 
 2.0 
 Motor garage

C~mmunications 
 4.,0 
 Paceauing.o
:,oo everlres 
 2. A r'nt ngGarments/Textiles 
 4.,20 
 Ruober products
Gems & Jeweilery 
 4.20 
 SPices
Hotel/Tcurism -.'0
6.20 wood productsLeathe- products ..0
4.00 
 Other 
 0'0,
Light enqineering products 
 12.00
 

2. How long has your firm been 
in business? 
 [No of Restonaents: 501
 

of Resocndents
 

Less than one year 
 0

Between I and 2 years 4.00
 
Between 2 anc 
5 years 8.00
 
Between 5 and 
10 year 34.00
 
Over 10 years 
 54.00
 

3. How many workers are employed by your firm? 
 [No of Respondents: 50]
 

ofRespondents
 

Less than 10 
 2.00
 
10 to 20 
 2.00
 
20 to 50 
 26.00
 
Over 5n 
 70.0i
 

3.1 Percentage of women workers? 
 (No of Respondents: 45)
 

of Responents
 

Less than 10 
 57.78
 
10 to 20 
 8.89
20 to 50 
 8.69
 
Over 50 
 24.44
 

4. How has 
the number of workers you employ changed 
in the 
last year? [No of Respondents: 50]
 

% ofRespondents
 

Increased 
 46.00
 
Decreased 
 24.00
 
Stayed approx the 
same 30.00
 

5. What percentage of your employees 
fall within the following labour c tegories? 

- of Respondents 

<10 10-50% >50% No of Resondents 
Managers/Administrators 
Technicians 
Semi-skilled workers 
Unskilled workers 

86.00 
20.00 
21.28 
58.)0 

14.00 
44.00 
7.5 

30.43 

0 
36.00 
21.28. 
O.87 

50 
50 

.16 

6. What was your capacity utilization during the last year? [No it Respondents: S01 

S of Respondents 

>90% 28.00 
80-90% 16.00 
<80%. 52.00 

Not applicable 4.00 
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1. How important are the 
following factors 
in determining the profitability of your company?
 

- ' of Respondents 
Very Not so
 

Market Demaid fimortant Imortant !mportant No of Respondents
 
7.1 
 Local market demand 
 62.00 
 30.00
7.2 .egional market cemana 

3.C0 50
10.00
7*3 Mkt demand outsioe region 14.00 76.00
40.C0 i0.00 50
5U.cO 
 50
 

Costs
 

7.4 Material, equipment and 
 90.00 
 5.00 
 4.CO 
 50
supply ccst
7.5 waqe costs 
 34.00 
 36.00
7.6 Other laoour costs 30.00 50
 
7.7 Energy costs 0 i2.00 88.00 
 50
30.00 
 36.00
7.8 Subcontract costs 34.00 
 50

7.9 Taxes, special fees to 

6.00 iO.O0 84.00
the 50
38.00 
 24.00 
 38.00 
 50
Government (e.g Customs fees)
/.10 Rent 

7.11 interest payments 

4.00 20.00 76.00 
 50
56.00
7.12 Transportation costs 22.00 22. Co 
 rO
7.13 Other costs 10.00 34.0) 
 56.00 
 50
12.00 
 16.00 
 0 
 50
 

Governlent Regulations
 

7.14 Import licenses 
 11.11 
 15.56 
 73.33
7.15 Export licenses 40 13.64
7.16 Lanour regulations 86.36 44
10.00 
 36.00
7.17 Customs clearance procedures 20.45 54.00 50
38.64
7.18 Other regulations 40.91 44
29.00 
 2.00 
 2.00 
 50
 
Skills of Workforce (Either Quality or Quantity Related)
 

7.19 General problems (motivation, 50.00 
 38.00 
 12.00
attitude, aver. Productivity) 50
 
720 Specific (difficu ty in 
 36.00 
 22.00 
 42.00
finding specific skills at 50
 

prevailing wage rate)
7.21 Management ski 
Is hortioe 
 22.00
7.22 Supervisory skills 24.00 54.00
shorcage 50
22.00 
 30.00 
 48.00 
 50
 

Other
 

7.23 Avdilability of credit 
 30.00
7.24 Distance to markets 24.00 46.00
12.00 50
16.00 
 72.00
7.25 Communications 50
28.00
7.26 Identifying anG gaining 26.00 46.00 
 50
20.00 
 36.00 
 44.00 
 50
access to markets
7.27 Competition from abroad 
 30.43 
 30.43
7.28 Lack of appropriate 39.13 46
technology 10.42 10.42 79.17 48

4
7.29 Other factors 
 8.00 
 6.00 
 0 
 50
 

P. 
Of the factors in question 7, which two do you consider the most important in determining your firms
profitability? 
 (No of Respondents: 501
 
The percentages below are calculated by first summing the number of times a particular factor was
 listed and then dividing the number by the sum total of all 
responses, which in this 
case is 100.
 

h of Respondents
 
Material, equipment and 
 30.00
 

supply cost
 
Interest payments 
 11.00
local market demand 
 7.00
Wage costs 
 6.00
Taxes, special fees to the 6.00

Government (e.g. Customs 
fees)
Sp-cific (difficulty in 6.00
 
finding specific skills at
 
prevaling wage rate)
Mkt demand outside region


Other regulations 5.00
 
5.00
Availability of 
credit 
 4.00
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Sof Respondents
 

General problems (motivation, 
 3.00
 
attitude, aver. productivity)


Identifying and gaining 
 3.00
 access to markets
 
Competition from abroad 
 3.00
Energy costs 

Transportation cosz, 

2.00
 
2.00
Other costs 2.00
 

Customs clearance oroceaures 

Manaaement skills shortage 

2.00
 
2.00
Other factors 
 1.00
 

9. 	How problemat-c .ere the following factors in the setting up of your firms? 
 [No of respondents: 44]
 

% of Resoondents
 

Very Somewhat Not a 
Problematic Problematic Problem 

Licensing 
Size of capital investment 
Availability of credit 
Availanility of qualified 
emoloyeesAvailaOi1ity of management 

Competition 
Others 

13.64 
20.45 
22.73 
20.45 

13.64 
9.09 
4.55 

9.09 
27.27 
22.73 
29.55 

22.73 
29.55 
9.09 

77.27 
52.27 
54.55 
50.00 

63.64 
61.36 
6.82 

10. 
 Do you export any of ynur outpuc cr services? (No of Respondents: 50]
 

. of Resoondents
 

Yes 
 60.00
 
No 
 40.00
 

i. !f no to question 10, do you 
intend to 
in the future? (No of respondents: 20]
 

.ofRespondents
 

Yes 
 45.00
 
No 
 55.00
 

12. 
Do you use (or would you use) the following mechanisms to 
recruit workers? (No of respondents: 50]
 

of Respondents
 

Yes 
 No
 
Advertise in newspapers, radio, TV 
 68.00 
 32.00
Ask employees for suggestions 
 74.00
Recruit from other firms in the 	

26.00
 
28.00 
 72.OG


industry

Check with labour offices 


94.00
Contact professional associations 
6.00 


14.00 
 86.00
Get lists of graduates from 
 26.00 
 74.00
vocational institutes, universities

Use recruitment agencies 
 8.00
Ask friends, family 	 92.00
 

38.00 
 62.00
Other (specify) 

44.00 
 14.00
 

13. Do you prefer to hire already trained workers 

categories of employees? 	

or to provide the training yourself for the following
(No of respondents: 50]
 

% of Respondents
 

Already Prefer 
 Nct
Trained 
 to Train j.J.¢lable
i 
Production 
labour 
 28.00 
 62.00 
 10
Service workers 
 46.00 
 40.00 
 14.00
Technical workers 
 46.00 
 44.00 
 10
Supervisors 
 36.00 60.00
Junior managers 	 4.00
38.00
Mliddle managers 	 50.00 12.00
42.00 46.00 
 12.00
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14. Do you have any 
sort of skills test for job applicants? [No of respondents: 0]
 

-of Resoonents
 

Yes, 
most of the time 62.00
 
No, never 
 14.00
 
Depends 
 24.00
 

15. Do you nave problems witn finding persons 
 itn tne following pec~fic sklls?
 

of Qesoondents
 

fes 
 No 4o of Pesoondents
 
Specific technical skills 
 70.00 
 20.00
Service skills (cashiers, etc.) 50
20.00 
 80.00
Profcssicn3l skills 50


42.22 
 57.78
Management/supervisory skills 45

47.92 
 52.08 
 48
 

16. Do you provide special 
training for your employees which is not part ot the 
regular job? [No of
 

respondents: 50]
 

of Respondents
 

Yes 
 78.00
 
No 
 22.00
 

17. 
 Do you use outside resources (instruction, facilities) to 
train your employees? [No of respondents:
 

% of Respondents
 

Yes 
 48.00
 
No 
 52.00
 

18. 
 what percentage of your technically skilled workers haie received formal vocational 
training? [No

of respondents: 50]
 

% of Respondents
 

<5% 
 38.00
 
5-10% 
 20.00
 

10-25% 
 12.00
 
25-50% 
 8.00
 
>50% 
 22.00
 

19. 
 Do you participate in an apprenticeship programme? [No of respondents: 50]
 

ofRespondents
 

Yes 
 30.00
 
No 
 70.00
 

20. 
How do your employees with vocational training compare with other workers in the same area? 
[No of
 

Respondents: 48]
 

% of Resond-.s
 

Much better 
 27.08
 
Worse 
 29.17
 
Better 
 2.08
 
No answer 
 6.25

No difference 
 35.42
 

21. 
 How would you rate existing vocational training programmes that you are aware of? 
 (No of Respondents:
 

50]
 

S of Respondents
 

Not aware of any programmcs 26.00
 
Rather good 
 36.00
 
Average 
 22.00
 
Don't seem to matter much 16.00
 

77 



Some employers note some particular problems withtraining :rogrammes offered the qualitv of their -orkers or with the kinds of
to 
in the country. am goinq to listyour emolovees. Olease inaicate whether you 

a nummer of oservations rating
ancree (A), -isailree 
'7) ir have no 
strong feeiings
(N)about each statement. [No of Respondents: 50J
 
of Qesoonoents
 

22.1 My empioyees require too .uc.1
supervision 
 38.20 36.20 3.23
 
22.2 1 have had to r-design jobs :c fit 
 0.00 7C.20 
 U


limited worker skills.
 
Z2.3 my workers know now to do 
:heir Joos, 
 52.C0 :0.20 3-0


but they con': aiways co their jobs well.
 
22.4 my workers are qood. 
My business 
 56.00 18.00 
 26.00


proolems come iram other sources.
 
22.5 When hiring a new employee I don't really 
 66.00 26.00
want a worker who isalready trained. Just 

8.00
 
give me someone who ismotivated and discipiined and I'll teach him what I want him to 
know.
 

22.6 Inhouse tralninq iscostly. I prefer 16.00 62.00 
 22.00
to hire people trained inoutside
 
institutions.
 

22.7 If I could find better workers I could 
 33.00 58.CO 
 12.G0
expand my business.
 
22.8 There 
are plenty of good wajkers 
 50.00 44.00 6.00
availaole.
 

22.9 I am hesitant to gIve my workers too 
 16.00 82.00 
 2.00
much training because they may get hired
away by another firm or migrate to
another country.
 

22.10 
 i could get by with fewer workers if 
 36.00 56.00 8.00
they were better workers.
 
23. What recommendations do vou have for improving vocational 
training programmes inthe country!
 

°.of Resnonoents
 

23.1 

23.2 

23.3 

23.4 

23.5 

Have not really thought of problem. 

Need more practical experience, less theory 
Need to teach students better discipline 

Need to teach students to be more 
interested inthe quality of their work 
Need to teach r.uitiple skills for worker 
flexibility 

Yes 

54.00 

94.74 

90.63 

100 

84.62 

No 

46.00 

5.26 

9.38 

0 

15.38 

No of Resondents 

50 

38 

32 

36 

39 

23.6 

23.7 

Need to teach with machinery and equipment 
of the type used inindustry
Change curriculum to better reflect 
required job skills 

81.08 

84.62 

18.92 

15.38 

37 

26 

23.8 Teach better attitudes 91.18 8.82 34 
23.9 Teach improved safety awareness 9i.89 8.11 37 
23.10 Need instructors with better experience 

in industry 
82.35 '7.65 34 

23.11 Schools need to have more contaLts with 
employers 

35.49 13.51 37 

23.12 Students should take certified examinations 
so that their skills can be judged better 

30.00 20.00 40 

23.13 Other recommendations 
38.00 62.00 40 
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