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EXECUTIVE SUMMARY
 

I. INTRODUCTION
 

Promoting private enterprise has been one of the major objectives
of USAID development assistance in the Dominican Republic during
the past five years. Programs have focused 
on improving the
general investment climate and 
on promoting the development and
growth of industrial 
free zones (IFZs) and agricultural and
agroindustrial exports in particular.
 

In the past few years, the IFZs have experienced tremendous
growth. 
 Since 1980, close to 100 new firms have installed, and
employment has grown from slightly over 
16,000 to an estimated
65,000 to 70,000. Predictions indicate that 100,000 persons will
be employed in the IFZs by the end of 1988. 
 In addition to the
rapid growth in the number of IFZ firms, the changing composition
of IFZ 
industries is also affecting the availability of trained
labor. This diversification, which is necessary to ensure the
continued success 
of the IFZs, will place new demands on the
labor force and the existing educational institutions.
 

The rapid growth of the IFZs 
in the country is leading to
critical skill shortages both inside and outside of the IFZs.
not addressed, these shortages will affect the 
If
 

growth of all
manufacturing export industries and 
the product3vity and

expansion of current ones.
 

The purpose of this study was to gather and analyze information
regarding the training needs 
in the IFZs, in-country training
resources and institutions, 
and options for supplying trained
manpower to IFZ employers. In addition to addressing the growing

in
labor needs the IFZs, USAID/DR is promoting the industrial
integration between the IFZs and the local economy. To this end,
the study included 
a sample of export oriented firms in the


Herrera Industrial Park.
 

The study included three major components:
 

o a quantitative demand analysis

o 
 an evaluation of vocational/technical programs

o a qualitative assessment (focus groups)
 

The quantitative demand 
analysis called for a systematic in­depth survey of a representative sample of IFZ 
companies and
export firms in Herrera Industrial Park. A total of 136 firms
were surveyed, 118 from 
the IFZs and 18 from the Herrera
Industrial Park. 
The supply analysis consisted of a broad review
of vocational/technical programs 
 offered by twelve leading
providers of non-formal training. To verify the supply and
demand analyses, 
four regional policy dialogues (focus groups)
were held to provide immediate feedback to the private sector on
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the 	results 
of the study, to enlist their participation in
efforts to upgrade the skills of the labor force and to refinethe recommendations to be presented to USAID/DR.
 

II. 	 DEMAND ANALYSIS 

The 	results 
of the demand survey support a number of major
conclusions. 
These include:
 

Real Growth in Jobs
 

0 	 Almost 80 percent of the firms are projecting sizeableincreases in employment (14,404 new jobs) by 
the 	end of
1988. Most of the demand is in the IFZs with 
13,432 new
jobs to be created. The most crucial demands are for somi
and unskilled workers, 
 and 	technicians, respectively.
Conservative e3timates indicate that current IFZ companies
alone could create close to 21,000 new jobs in 1988. 
 If
potential employment from new investors is factored in, IFZ
employment could exceed 100,000 by the end of 1988.
 

Critical Shortage of Skilled Labor
 

o 
 Nearly 80 percent of managers surveyed rated lack of skilled
labor as 
the most critical factor affecting the growth and
productivity of their operation. 
Given the rapid growth of
IFZs, this 
issue will become more 
critical for investment
promotion and 
for maintaining the productivtty levels and
quality of existing firms.
 

Training Needs
 

o 	 Most firms, regardless of activity, size and location, are
facing serious training needs in the following areas:
supervisors, industrial mechanics, 
electro-mechanics,

industrial electricians and bilingual secretaries. Among
the apparel industries, there is 
a great demand for
operators with basic skills in operating industrial sewing

machines.
 

Labor and Education
 

o 	 Employers prefer to hire workers who have a formal education
(at least eight years of schooling) even if the job does not
require it. Generally, managers pleased with the
are

literacy skills of the labor force. 
 A number of companies
provided specific examples of how quickly Dominicans learn
technical skills on the job. Employers most prefer to hire
graduates 
from: the Loyola Politechnical Institute
(Jesuit), the Salesian 
Technical H.S., and the
Vocational/Technical School of the Armed Forces. 
All were
 



noted for their discipline and sound basic technical
 
training. 
 The Jesuits seem to do best in electronics and
 
electricity, the Salesians train 
general industrial
 
mechanics.
 

o 	 When it comes to attitudes on the job, however, managers

point out that workers are lacking in industrial discipline,

initiative and general problem-solving ability. In their
 
opinion, this is due to deficiencies in the basic education
 
system.
 

Methods for Training
 

o 	 Most firms conduct their training informally on-the-job.

About 30 percent of the firms have a combination of formal 
and informal programs. Because of the lack of qualified
local instructors, firms bring their own on an intermittent
basis from the U.S., Puerto Rico and the Far East. Managers
 

the current level of in-plant training, develop 

complain that their current 
consuming and ineffective. 

methods are too costly, time 

Preferences for Meeting Future Training Needs 

o The majority of managers surveyed would prefer to upgrade 
in-zone
 

training centers 
and 	work with existing training

institutions, respectively. The exception is the electronics
 
sector, which 
strongly favors working with existing

vocational/technical schools. Most managers (90%) believe

training should be financed through a mix of public/private
 
resources, or through totally private means. 
 The majority

of firms (75%) prefer to finance training through direct
 
payments to training institutions.
 

Training Assistance Needed
 

O 	 Most firms are willing to pay for quality training services.
 
Employers are also willing to provide the equipment, and in
 
many 	cases, the facilities. However, firms are requesting

assistance in the following areas: instructors, curriculum
 
development, printed and 
audio visual training materials,

and assistance in identifying training needs and priorities.
 

Backward Linkages
 

o 	 The survey shows that few linkages exist between the local
 
economy and IFZs. Integration will require: 1) identifying

and matching IFZ firm needs with local producers; and 2) an

organization or system to act as brokering agent to identify

and 	facilitate linkages. Further study is needed 
to

determine what changes are needed in current industrial and
 
government policies and bureaucracy to promote such trade.
 



III. ASSESSMENT OF VOCATIONAL-TECHNICAL PROGRAMS
 

The supply analysis of vocational/technical institutions
 
concluded that:
 

1) 	 The Dominican Republic possesses a wide range of technical
training resources which are not being used to their maximum
 
potential.
 

2) 	 Institutions need substantial 
 equipment upgrading and
instructor training to meet many of the training needs in
demand by the IFZs, i.e. 
supervision, electro-mechanics,

industrial 
apparel mechanics, industrial maintenance,

electronics, and machine operators.
 

3) 	 Few public or private sector training institutions have
developed formal mechanisms to define training needs
priorities for responding to industry demands.	 
and
 

4) 	 There is a lack of consistency and standardization of job
titles and certification requirements.
 

5) 	 There is great variation in training content and core
curriculum. Major jobs are not standardized according to a
uniform jub classification 
system and therefore do not
provide increased socioeconomic mobility within a trade or

related trades.
 

6) 	 There is a lack of 
regional and national direction in
vocational/technical education.
 

7) 	 The linkages between the vocational training system and the
employment market 
are weak. A serious lack of
communication and coordination exists 
between training

providers and users.
 

IV. 	FOCUS GROUPS
 

In terms of qualitative information, four regional focus groups
or policy dialogues were held: 1) Santiago, La Vega, Puerto
Plata, 
2) San Pedro, La Romana (unable to attend due to the
national strike), 3) Bani, San 
Isidro, Itabo, and 4) Herrera.

The key conclusions of the four sessions were:
 

Need for Technical Assistance
 

o 
 Employers lack knowledge regarding: (1)how to define their
exact training needs, (2) where to look in order to obtain
adequate training services, and (3)the role they could play

in guiding training.
 



Information Needs
 

o 
 The private sector leaders expressed considerable interest
in obtaining additional information on what training
resources were available inside and outside the country. 
At
present, there is no information system available to keep
users of training services apprised on 
a timely basis of
training opportunities and resources.
 

Private Sector Action Planned
 

o 	 The focus group discussions encouraged private sectormanagers and IFZ administrators to become more proactive andresponsible for the labor shortages they are facing. 
Most
groups made significant declarations or commitments the to
initiate steps to bring about more effective linkages with
training providers. In some instances, specific mechanisms
for establishing linkages were proposed.
 

Training Needs and Solutions
 

o 
 Training needs as well as the solutions to training problems
varied by location due to the composition of firms in -ie
zone, regional priorities and stage of development of the
zone. Interventions 
will have to be responsive to such

differences to be effective.
 

V. 	 RECOMMENDATIONS
 

In order to adequately respond to the labor demands of existing
and potential IFZ clients, 
the 	study proposes a number of
recommendations:
 

1) 	 Use of ContractConsultants in the Short Term
 

Contract consultants should be 
used in the short term (next 6
months), to provide both job entry level and skill 
upgrading
training. 
 Such contract services would 
include the proposed
INFOTEP mobile training units, instructors from other existing
Dominican institutions, and use of international resources1
 . All
twelve vocational/technical 
 institutions 
visited expressed
interest in providing training for 
the 	 IFZ firms through
contractual or other arrangements. 
 If the mobile training units
do not materialize within 
the 	next three months, temporary
training centers may need to be set up in 
some 	IFZs, including
Santiago and San Pedro de Macoris.
 

1 Two U.S. resources discuused in the focus groups were the

International 
Executive Se7.vice Corps (IESC) and 
Oxford
Industries training courses.
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2) Uvarading of Trainina Institutions in the Medium/L ng Term
 

Existing institutions should be used 
as the primary source for
training for the medium and longer term (more than 6 months). 
 A
minimum of six months is necessary to carry out the upgrading of
staff, revision and development of new curriculum and purchase
of new equipment and materials. Considerable upgrading of
instructors, curri-culum materials and equipment will be required.
The prospective loan from the 
InterAmerican Development
(IDB) should substantially assist with these needs. 
Bank
 

However, the
IDB loan may only target needs at the technical and supervisory
levels. 
 This study indicates substantial needs of IFZ firms at
the job entry and semi-skilled levels. 
Even with the IDB loan, a
minimum of six to twelve months will be necessary to carry out
the upgrading of staff, 
 revising and development of new
curriculum and purchase of new equipment and materials.
 

3) Technical Assistance Needed to Meet SDecial IFZ Training

Dempands 

Financing and international 
 technical assistance should be
targeted to 
strengthen training institutions, especially in the
more advanced industrial areas 
of machine and electronic control
trouble shooting, pneumatics and hydraulics. In regard to
information services industry, one 
the
 

firm recommended that USAID
could assist selected commercial or secretarial schools purchase
computer hardware, thus increasing the "computer literacy" of
graduates, a skill which is currently lacking among many of the
rimpany's recruits (see Appendix C).
 

4) 
 Ouick Start Training Needed for Industrial Mechanics for-the
 
Apparel Industry
 

Funds should be reserved for contracting expatriate, industry
specific, quick start 
training programs the and
in repair
maintenance of industrial apparel machinery 2 . Local instructorsshould participate as counterparts so as to be able to continueto offer this training, at a minimum, in 
one major vocational
 
training center.
 

5) 
 UDaradeSuperviso, Training Through Existing Institutions
 

Skill upgrading and university extension programs should be used
to address supervisory training 
needs. Technical assistance,
instructor training, curriculum materials and active involvement
of employers could greatly enhance the quality and quantity of

such programs.
 

2 One such program is that of 
Oxford Industries. This
 
company has recently expanded its in-house training program for
mechanics, offering training to other firms on a contract basis.
 



6) Formation of Trade Advisory Co=ittees in Critical Areas
 

Trade Advisory Committees (TAC) focused on specific need areas
should be formed. The TACs could facilitate the upgrading of
training programs, and encourage establishment of formal linkages
between users and providers of training3 . These TACs could build
on the ideas discussed in the 
focus groups regardivg regional

coordinating committees.
 

7) Standardization of Trainna Curriculu= 
Needed
 

A systemic process fo:. clearly 
defining training needs and
specifying the expected results of training programs should be
 
developed.
 

Core training curriculum content 
should be standardized. This
should be based on a consistent, nationwide system of classifying
job titles and competencies, and should 
be given serious
consideration 
in order to improve the cost effectiveness and
internal and external efficiency of training.
 

8) Designation of an Organization to Serve as Broker Between 
Users and Suppliers of Training
 

A neutral, third party organization or institution 
should be
identified/created to arrange contacts between employers and the
most credible suppliers of training. 
 Several existin
organizations were suggested during the various 
focus groups
Further study 
is needed to: 1) determine how to improve the
regional 
 and national direction of vocational/technical

education, 2) evaluate which 
existing institution (s) is
appropriate, or whether a new institution should be created, and
3) design a blueprint, 
or plan of action. If an existing
institution is selected, 
international technical 
assistance is
recommended in the initial stages to assist 
in developing the
structure 
and systems necessary for promoting effective
coordination and cooperation among 
all critical grnups.
Experience in other countries has shown 
that neither pv'ivate
sector groups nor individual training institutions are generally
prepared to perform all the tasks necessary to be successful.
 

3 TACs are 
widely used in Brazil, Colombia and more
recently, Honduras, through a USAID project, CADERH.
 

4 These institutions included INFOTEP, the IPC, the National
Council of Free Zones (CNZF), and the Association of Industries
 
of Herrera (AIHE).
 



9) Uparade Enalish LTauaaeTraining In-Country
 

There is a need 
to study how USAID 
can assist in upgrading
general and Job-specific English language 
programs in the
country. This study highlights the competition which exists
 among the 
FZs, the local export sector, the financial sector and
the tourism industry for quality, bilingual personnel.
 

10) 
Crucial Role of USAID's Continuina SUpDOrt of Private Secto

Leaders and Their Initiatives
 

Immediate action is needed to provide support to private sectorleaders expressing a willingness to work on improving skillsupgrading programs. One recommendation is to provide each of theparticipants with a bri ', zone-specific report containing the
survey results of key questions, excerpts from the evaluatiun of
vocational/technical resources and summaries of the focus group
sessions. Additional 
support through technical assistance will
be most critical, or the momentum generated by the study will be
 
lost.
 



CHAPTER 1
 
INTRODUCTIoN
 

1.1 Problem and Background
 

Promoting private enterprise has been one of the major objectives
of USAID development assistance in the Dominican Republic during
the past five years. Programs have focused 
on improving the
general investment climate and on promoting the development and
growth of industrial 
free zones (IFZs) and agricultural and
agroindustridl exports in particular. 
 The IFZs have experienced
tremendous growth in recent years and play 
a major role in the
creation of jobs and the generation of foreign exchange for the
 
country.
 

At this time, the Dominican RepuIblic is considered one of, if not
the most, rapidly growing foreign investment market in 
the
region. One prerequisite for continued growth of the IFZs is the
availability of 
a skilled and motivated labor force 
to attract
new industries in an 
increasing number of diverse manufacturing
activities. 
To ensure such availability, cost-effective training
programs are needed, designed with the specific needs of the IFZ

companies in mind.
 

The availability and quality of the 
labor force are important
factors considered 
by foreign investors contemplating moving
their labor intensive operations offshore to industrial free
zones. Close to 100 
new firms have installed in the IFZs since
1980, and employment has grown from slightly over 16,000 to an
estimated 65,000 to 70,000. 
 The Investment Promotion Council
(IPC) estimates that 100,000 persons will be employed in the IFZs
by the end of 1988.
 

Close to 
60 percent of the firms currently operating the IFZ
have installed since 1982, encouraged by the Caribbean Basin
Initiative program and changes in foreign exchange regulations in
the Dominican Republic which 
lowered production costs in the
IFZs. Much of this 
growth has ocurred in just the past 
two
years, with the development of several new, large scale IFZs, and
major expansions by nearly all of the established IFZs.
 

In addition to the rapid growth in the number of IFZ firms, the
changing composition of IFZ industries is also affecting the
availability of trained labor. 
 Although the traditional sewing
industries! continue to 
comprise 
the majority of Dominican IFZfirms, there is 
a growing number of companies engaged in other
activities 
including electrical and electronic assembly, data
 

1 Sewing industries include garments, shoes and leather and
 
fur goods.
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entry, disposable medical products, glass frames 
and 	Jewelry.
This diversification, which is necessary to ensure the continued
 success 
of the IFZs, will place new demands on the labor force
and the existing educational institutions.
 

The 	rapid growth of the IFZs in the country is leading to
critical skill shortages both inside and outside of the IFZs. 
If
not addressed, these shortages will affect the growth of all
manufacturing export industries and the 
productivity and
 
expansion of current ones.
 

1.2 	Purpose and Objectives
 

The purpose of this study was to gather and analyze information
regarding the training needs the
in IFZs, in-country training
resources and institutions, 
and 	options for supplying trained
 manpower to IFZ employers (see Appendix A-1 for Scopes of Work).
To date, a number of studies had addressed a variety of issues
related to the free zones, but none had analyzed employers' needs
in the area of skilled labor and training.2 In addition to
addressing 
the 	growing labor needs in the IFZs, USAID/DR
interested in improving the linkages 	
is
 

between the IFZs and the
local economy. 
 In response to this interest, the team was also
asked to evaluate the training needs of export firms in Herrera
Industrial Park and to 
identify training interventions which
would improve the competitiveness of these companies in
supplying components and materials to the IFZs.
 

The 	four-member ISTI team 
consisted of specialists in the
following areas: Employer-Based Training, Vocational 
Education,
Industrial Free Zones and 
 Private Sector Development.
Specifically, the ISTI team was asked to address several critical
questions about training needs in the IFZs and among export firms
 
in Herrera:
 

o 	 What are the industries' most critical skills needs?
 

o 	 How are employers currently resolving their overall
 
training needs?
 

o 	 If training needs are not being met, 
what are the
 
constraints?
 

o 
 How is training currently being conducted by the firms?
 

o 	 How can training assist employers to upgrade their
 
workers and increase productivity?
 

2A review of relevant studies 
on the IFZs is provided in
 
Appendix A-2.
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1.3 Organization of the Study
 

The study included 
three major components: 1) a quantitative

demand analysis; 2) an evaluation of vocational technical
 
programs in the country; and 3) a qualitative analysis. The
quantitative 
demand analysis called for a systematic in-depth

survey of a representative sample of small, medium and large IFZ
companies and export 
firms in Herrera Industrial Park. The
supply analysis consisted of a broad review of 
vocational/

technical programs offered by the twelve 
leading providers of

non-formal training. 
 To verify the supply and demand analyses,

policy dialogues (in the form of structured focus groups) were

conducted to provide immediate feedback to the IFZ and Herrera
firms on the results of the demand and supply analyses, to
 
encourage private sector participation in efforts to upgrade the

skills of the 
 labor force, and to further refine the

recommendations to be presented to USAID/DR.
 

The report is organized 
as follows. Chapter 2, Technical

Approach, presents the methodology used in carrying out the

demand survey and analysis. Chapter 3, Results 
of the Demand
Analysis, summarizes and analyzes the key issues addressed by the
 
survey. 
 Chapter 4, Assessment of Dominican Vocational-Technical
 
Programs, the 
findings and major conclusions of the review of

major vocational technical programs in the country. 
 Chapter 5,
Results of the Focus Groups, discusses the objectives and format

of the groups and the results of the four sessions. Chapter 6,

Conclusions and Recommendations, presents overview of major
an 

findings, followed by recommendations.
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CHAPTER -2
 
TMECHIA APPROACH
 

This section of the report describes the study methodology. It
presents an overview of the 
basic activities involved 
in
conducting the demand survey, followed by a brief description of
each step. The methodology and the results of the supply side
assessment are presented in Chapter 4. 
The methodology used in
this study is consistent with that used in 
two previous USAID
studies on Employer-Based Training (Cuervo, 1985 and Hershbach,

1986).
 

The major steps followed in conducting both the demand and supply

side analyses were:
 

1. Establishing the scope and methodology of the study.
 

2. Designing the survey instrument.­

3. Selecting the sample.
 

4. Collecting the data.
 

5. 
 Analyzing the data and writing a preliminary report of
 
the findings.
 

6. Conducting Focus Groups.
 

7. Writing the final report.
 

Steps 
one through four and six were conducted in the Dominican
Republic. Steps 
five and seven were completed in Washington,
D.C. Of all 
the steps presented, the management of the field
data collection 
system was most critical to the success of a
project of this type. As 
a result of the process employed in
this study, the project team was able to conduct 136 
in-plant
surveys in three weeks, 
in nine industrial zones. 
 The supply
analysis included personal visits and assessments of 12vocational/technical schools throughout the country in one week.In summary, the field tasks for both the demand and supplyanalyses took approximately seven person-weeks and were completed
in the Dominican Republic between mid-January and April 8, 1988.
The steps described here detail the 
sequence of procedures for
conducting the demand survey and analysis.
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2.1 	- Step 1: Establishing the Scope and Methodology of the 
Project 

Jointly with USAID/DR staff, the project team identified the key
research questions, refined the problem based on a review of
recent studies on IFZs and training, and developed an appropriate

methodology.
 

2.2 - Step 2: 	 Designing the Survey Instrument
 

Since the major objective of the study was to gather comprehen­
sive data 
on IFZ employers' training needs and resources, the
project team used a survey instrument to conduct structured in­person interviews with key managers of the various firms. As amodel, the team utilized an employer-based training survey which
has been field tested successfully in similar studies in Honduras
and Panama.3 
 Changes were made to adapt the questionnaire to the
needs of the country. Additional questions were added which
allowed for more detailed information to be collected on the
 percentage of time employers utilized various training
modalities, their estimated costs for training 
and preferred

methods for conducting and paying for training. 
All survey items
 were reviewed 	by the Mission's Chief Human Resources
of 	 (the

project officer) and a representative from the Private Sector
 
office.
 

The demand survey included approximately 200+ items covering anumber of critical issues related to 
the external and internal
efficiency of employer-sponsored technical and supervisory
training, including:
 

o Firm and training characteristics 

o Labor and 	training demand 

o Preferred 	methods and institutions 

o Financing 	of training 

o 
 Linkages with other institutions
 

Table 2-1 provides a complete list of the issues and questions

addressed in the survey instrument. The survey instrument used

in the Dominican Republic is included as Appendix A-3.
 

3These studies were sponsored by AID, Bureau of Science and
 
Technology, Office of Education (AID/S&T/ED). (Cuervo, 1985.)
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. :TABLE 2-1 
SURVEY TOPIC AREAS
 

Firm Characteristics
 

o Location of firm
 
o Economic activity
 
o Number of Employees by sex
 
o Market Orientation
 
o Principal products or services
 
o Professional associations
 

Labor and Demand
 

o Current and projected employment by job category 
o Critical jobs in demand 
o Skill areas in demand
 
o 
 Skill areas with highest turnover rates
 

Idntifi2d Training Needs 

o Major training needs
 
o Technical and attitudinal labor problems
o 
 Number of workers requiring entry level training and
 

upgrading
 
o 
 Types of training assistance needed
 

Training Characteristics 

o Importance of training within firm 
o Description of firm's training program

o Type of training program
 
o Functions of training

o Methods of delivering training by skill categor,

o Problems with current training system
o Preferences and reasons for certain types offtraining
 

Financing Training 

o Training budget

o Projected cost of training services
 
o Preferences for financing traininq
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2.3 - Step 3: Selecting the Sample 

The study's 
scope of work called for a large, representative
sample of 
small, medium, and large industrial free zone (IFZ)
firms in the major sectors of economic activity in all of the
eight operational IFZs in the Dominican Republic. The study
hypothesized that employers' training 
needs, demands, and
problems would vary by the firm's size (as defined by the number
of employees), activity and location.
 

In addition, the study's research objectives on investigating the
possibility of promoting the integration of the local industrial
sector with that of the IFZs, i.e., 
backward linkages, dictated
that the team also sample a selected number of firms from the
Herrera Industrial Park. 
 These firms were selected based on
their existing or potential export activities.
 

The sample of the IFZ firms was selected randomly from existing
lists of firms obtained from USAID, the IPC 
 and IFZ
administrations as 
of January 1988. 
 Due to the rapid growth of
the IFZs 
in the Dominican Republic, new firms are opening on a
monthly basis. To 
insure the accuracy of the list, the team
worked with each of the zone administration offices to update and
validate the list for each zone. 
The Industrial Association for
Herrera provided the list of firms for the Herrera sample.
 

There were a total of 184 operational4 IFZ firms at the time of
the survey (January 1988). Due to the 
large percentage of
apparel firms in the IFZs, a random sample (stratified by size)
of 50 
percent of apparel firms in the two largest IFZs in San
Pedro de Macoris and Santiago was selected for the survey. 
 An
attempt 
was made to survey 100 percent of apparel firms in other
zones and all non-apparel firms. 
 The final sample included a
total of 118 IFZ firms and 18 firms in Herrera. As discussed in
Section 3.1, the relation of the sample to the real population is
so high that the findings can safely be assumed to be
representative of all IFZ firms. 
However, the Herrera sample was
selected for a specific purpose and represents less than 20% of
the total population in that zone. As a 
result, conclusions
based on the findings for Herrera should be tentative and limited
to those that relate specifically to the issue 
of backward
 
linkages.
 

4 Operational firms refers to those 
which have installed
their manufacturing operations 
and hired employees. Some of
these firms however, may still be in the training phase.
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2.4. - Step 4: Collecting the Data
 

The data collection activities included: 
 hiring an in-country
team to 
assist with the survey, conducting a brief seminar on
data collection techniques and 
use of the survey, piloting the
instrument, conducting interviews with employers, reviewing the
completed surveys, and coding the data.
 

2.4.1 The In-Country Team
 

Working through the local counterpart suggested by the Mission,
a group of 12 potential interviewers were identified to conduct
the survey. Based on their participation in 
a one-day seminar, a
final group of cight was selected. 
Of these, three had advanced
professional 
 degrees and prior experience conducting major
national surveys, the others were level
upper students in
Industrial Engineering and/or Business Administration at INTEC.
 
This method of using university students, professors, and in some
instances secondary school teachers was also used in Panama and
Honduras. 
 In all three countries, the results have been
excellent. The benefits 
included considerable cost and time
savings (as compared to estimates 
from local ,urvey research
firms), and 
a highly motivated team of interviewers. Most
importantly, another major 
 USAID objective was also realized
-- that of institution building (in this case, INTEC) and of
training local counterparts.
 

2.4.2 
 Brief Seminar on Survey Administration
 

The project team conducted a one-day training program for the
local interviewers on the 
use 
of the survey. The program
included information on the objectives of 
the study, the
characteristics various IFZs, use of the survey
of the 

instrument, role-playing interview techniques with difficult
survey questions, and practice 
in recording data. Ordinarily,
this type of training should take at least two to five days, and
should be coupled with piloting the instrument. Due to time and
budget constraints, it was condensed to one day.
 

2.4.3 Conducting the Interviews
 

After the training, the team piloted the instrument with 14 firms
in the zones of Herrera, Santiago, Puerto Plata and San Pedro.
After the initial piloting the team leader met with the local
team to answer 
questions, and get their suggestions on survey
revisions. 
 The team paid special attention that the phrasing of
the questions reflected cultural norms.
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To set up the interviews, 
a U.S. team member contacted the
administration and association offices of 
 each zone and
interviewed iheir respective senior officers. 
 This provided the
key private sector 
leaders with an opportunity to learn about
the study first hand, offer suggestions on the best way to
approach the various firms, 
 make comments on the survey
instrument, and become partners in the research effort.Simultaneously, project staff became directly acquainted with the
problems of the zones 
and could thus manage the data collection
efforts more efficiently. In addition, these meetings provided a
wealth of zone-specific information for the study.
 

All appointments with the firms were made by the zone
administrations. 
 The interviewers introduced themselves through
a letter on official stationary. In most instances, association
presidents had 
 sent managers a 
memorandum explaining
endorsing the project. and

This kind of cooperation and coordination
greatly facilitated and enhanced the collection of the data.
 

Generally, each interviewer conducted 
three to four interviews
daily, each one lasting 
an average of one and one-half hours.
The primary data collection form was te actual survey form. All
surveys were reviewed by a field supervisor on site, by the local
counterpart and by the team leader. 
 This ensured that surveys
were filled out correctly. At the end of each week 
of data
collection, the team leader met with each interviewer to clear up
any misrecorded data. 
Payment was made on the basis of completed
and approved 
surveys. This incentive also facilitated the

efficiency of the process.
 

2.5 Analyzing the Data
 

The major purpose of the data analysis was descriptive: to
present the survey responses 
as clearly as possible and to
examine the extent 
to which the major independent variables
(size, location, and activity) affected those responses.
 

For the most part, the survey data were analyzed by computing the
relative proportion of responses for each question.5 
 Frequency
tables for each question are presented in Volume II.
Additionally, continq'ency tables prepared
were in order to
examine the effects of firm size, economic activity, and location
 on the responses. 6 Complete tables all
for Crosstabs are

presented in Volume III.
 

5Thlese correspond to the "FREQUENCIES" procedure available
in many popular statistical packages such as SAS and SPSS.
 
6These correspond to the "CROSSTABS" or "TABLES" procedures

in those packages. 

9 



The choices made in analyzing 
the data from this study were
 
dictated by:
 

0 Sample Composition. The fact that the ratio of the

sample size to the population size is so large (over
60%) offers a unique opporl:unity. Whereas most similar
studies elaborate on the 
extent to which the results
 may be representative of the whole, this study contains
results that constitute the whole. 
Rather than relying
on exhaustive tests of 
statistical significance, this
study emphasizes presenting the findings in as clear

and straightforward a manner as possible, presenting

statistical tests of significance where the tabular

data, by itself, would be ambiguous.7
 

o The nature of the respons;e measures. Most of thequestions in the survey have categorical or scalar 
response measures. For example, several surveyquestions require the respondents give ratings ranging
from least important to most important. Rather thancomputing a measure such as the "mean" response (whenthe response scale is an ordinal scale from 1 to 4, for
example), this study 
shows the relative frequency
distributions with significance tests for thosequestions in the survey of most interest. 

The questionnaire responses contain missing values (i.e., there
were some questions that were not answered by 
all of the
respondents). Resources to the study limited the degree to which
the missing values could be analyzed. Some of the missing value
patterns may not have been random. 
Nevertheless, given the ratio
 

7A statistic is a measure of a population prameter. When
one surveys the entire population, as was done in this study for
some subgroups, various aggregate measures, such 
as the mean,
median, proportion of responses, constitute the parameters of the
population, at least for the subgroup. 
 Statistical tests of
significance can be done but the terms that estimate variability
(such as the denominator in the formula for variance) have to be
adjusted to reflect the fact that the entire population has been
 
sampled.
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of the number in the sample to the number in the population, such
missing values will not affect the interpretation of the results
to a great degree.8 All of the tables and figures in this report
contain the number of responde*.ts so that the number of missing

values can be easily examined.
 

8Various ways to handle the problem of missing values range
from the conservative (e.g., drop all of the respondents having
any missing values on any of the variables of interest), to the
moderate (e.g., replace each missing value with 
the mean or
median for that group or subgroup), to the liberal (use all
possible values). Each approach is valid, depending on the
 
purpose of the analysis.
 

11
 

http:responde*.ts


CHAPTER 3' 
RESULTS OF THE DEMAND ANALYSIS,
 

The results of the demand analysis are presented in the following

order:
 

o 
 Description of firms participating
 

o 	 Labor projections for 1988
 

o 	 Perceptions of factors limiting production, growth and
 
productivity
 

o 	 Employers' training problems, training needs' and labor
 
problems
 

o 
 Characteristics of training-currently offered by firms
 

o 	 Training costs
 

o 	 Financing alternatives for improved training
 

The 	fotmat for the presentation of the results follows 
an
underlying scheme that reflects 
one 	approach to developing
training programs responsive to private sector needs. 
First, the
discussion presents the characteristics of firms to provide anunderstanding of the particular context in which training willtake place. Nexf, it presents employers' job projections bycategory for 
the 	upcoming year to understand the demand in
specific skill areas. 
Following is a discussion of those factorswhich employers perceive as impeding productivity. This helps toexplain how other internal and external issues or factors affectemployers in relation to training and lack of skilled labor.
example, it is important to 
For
 

know 	whether lack of capital is a
problem of such magnitude that it precludes training of any kind.
 

Next, the discussion focuses on the particular problems faced by
employers regarding training and their labor force. 
 The purpose
here is to identify those training needs most 
acutely felt by
employers. The 
next section examines the characteristics and
structure of current training efforts to meet those needs. Infor­mation on employers' estimated training costs is also provided.
 

The 	final three sections 
present data useful for assessing
different ways by which training 
can 	be implemented. These
sections 
focus on the important themes of employers' training

preferences, types of training assistance needed, and financing

options for training.
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In analyzing the data and presenting the findings, the project

team attempted to answer the research questions posed by the
objectives of the study. 
 In looking at these questions, the

project team attempted to determine:
 

o Does economical activity make a difference?
 
o 
 Does size of the firm make a difference?
 
o 
 Do the results vary by location?
 

For the sake of clarity, a choice was made to present in the main
body of the text only those results that were particularly

relevant to the key research questions. Only the most critical
questions are discussed in detail and only the most illustrative
 
figures and tables are included in the body of the text. Other
related tables are referenced and found in Appendix B. Where
appropriate, references are made in the text of those tables. For
the sake of completeness, all the data are presented in summary

tabular form in Volumes and The
II III. tables in Volume II
include the total response rates each
for question (Frequency

Tables). Tables in Volume III include the 
response to each
question analyzed by 
size, economic activity and location
 
(Crosstab Tables).
 

3.1 Description of Sample
 

3 1.1 Characteristics of the Sample 

A number of questions in the first section of the survey focused on the characteristics of the firms. This section discusses the
extent to which the sample is characteristic of the population as
 a whole. A total of 136 firms were interviewed.9 In summary:
 

o Eight-seven percent 
(118) of the firms surveyed were
 
located in IFZs (see Figure 3-1). 
 The remaining 18

firms (13 percent) were located in Herrera Industrial
Park.10 The largest number of firms were located in
the San Pedro de Macoris (40 firms) and Santiago (35
firms) IFZs. 

9A complete list of 
 all firms surveyed is presented in
 
Appendix A-4.
 

10 The Association of Industries of Herrera is currently
 
conducting a survey of firms in the Industrial Park to determine

the total population by size and industrial activity. At the

time of the survey, no such information was available.
 

13
 



FIGURE 3-1
 

Location
 

LA ROMANA 

n=14 
10.3% 

4 
SAN PEDRO 

n=40 

29.4%' 

SANTIAGO 

n=35 
25.7% 

HERRERA 13.2% 

n=18 

PUERTO PLATA 4.4% 
A=6 ITABO 3.7%n=5 

SAN ISIDRO 2.9% 
n=4 

BANI 
n=6 

LA VEGA 5.9%'n=8 
4.4% 



o 	 .Fifty percent of those surveyed were apparel

manufacturers, 10 percent were in electrical/electronic

assembly, and 9 percent 
were shoe manufacturers (see

Figure 3-2). This is representative of the total IFZ

population ­ apparel firms (61%), electrical/electronic

assembly (8%) and shoe manufacturers (9%).
 

o 	 Slightly over 
80 percent of the firms surveyed were

either small or medium size firms (41% each), with less

than 500 employees (see Figure 3-3). This is

consistent with a comprehensive IFZ survey recently

conducted (Manion, 1987) 
in which 87 percent of IFZ

firms were reported to have less than 600 employees.
 

o 
 Of the 118 IFZ firms surveyed, approximately 40 percent

began operating in the Dominican Republic before 1982.

Twenty-five percent began operating between 
1982 and

1985 and close to 30 percent have installed in just

the past two years (1986 and 1987). This is consistent
 
with the results of the previously mentioned IFZ survey

(Manion, 1987).
 

o 	 Over 60 percent of those surveyed employ more women

than men in their operations although figures vary by

economic activity: electrical/electronic (85%),

apparel (74%) and shoes (50%). 
 Close to 30 percent of
 
the firms employ more than 80 percent women.
 

o 	 The majority of managers interviewed were Dominican

(72%).1 Slightly over 8 percent were from the U.S.
 
mainland, 7.5 percent were 
Puerto Rican and 3 percent

were of Cuban descent. The remaining 10 percent were
 
mainly from Asian countries.
 

11 This refers to the nationality of the person interviewed,
 

and not the origin of the capital of the company.
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FIGURE 3-2
 

Economic Activity 

APPAREL n=69 
50.7% 

SHOES n=1O 
7.4% 

ELECTRONICS n=11 
8.1% 

OTHER 
33.8% 
n=46 



FIGURE 3-3
 

Proportion of Firms by Size
 
(n=136)
 

MEDIUM
40.0% LARGE 

18,5% 
P ­ .
 

............ .......... 
 ........ 

. .. . .
~~~~~.. ....::i...'.": ..- .".""
 

Large = 500+ employeesMedium SMALL= 201-499 employees 41.5% 
Small = 1-200 employees 



3.1.2. Representativeness of the Sample
 

For the purposes of establishing the representativeness of the

IFZ sample, Tables 3-1 and 3-2 show the population from which the

sample is drawn and the relation of the sample to the total IFZ
 
population.
 

There was a total of 184 operational IFZ firms at the time of the
 
survey. Due to the large percentage of apparel firms in the

IFZs, a random sample (stratified by size) of 50 percent of

apparel firms in the 2 largest IFZs in San Pedro de Macoris and

Santiago was selected for the survey. An attempt was made to
 
survey 100 percent of apparel firms in other zones and all non­
apparel firms. The survey team completed a total of 118
 
interviews with IFZ firms, representing 64 percent of the total

IFZ population. By industry, the sample represented 56 percent

of apparel manufacturers and 75 percent of non-apparel firms,

although percentages varied by individual IFZs.
 

In Herrera Industrial Park, a purposive sample was selected to

explore issues regarding backward linkages between Herrera and

IFZ firms. The 18 Herrera firms were selected based on current
 
or future export potential, and recommendations from the IPC and

the Association of Industries of Herrera (AIHE). The 
firms

surveyed represent a wide variety of industries, including

apparel, food products, electrical/electronic/metal mechanics
 
and plastic goods.
 

In conclusion, because the relation of the sample to the actual

population is so high (65-100%), the findings of the study can

safely be assumed to be representative of the entire IFZ

population. 
 Caution, however, should be exercised when

interpreting the results of the Herrera group, since the sample

was small and firms were not randomly selected.
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TABLE 3-1
 
POPULATION AND SAMPLE CHARACTERISTICS BY LOCATION
 

(Industrial Free Zones only)
 

Variable Cateuoy Surveyed/a Po 

Zone: 
Bani 
San Isidro 
Itabo 
S. P. de Macoris 
La Romana 1,11 
La Vega 
Santiago 1,11 

6 
4 
7 

68 
23 
10 
56 

6 
4 
5 

40 
14 
81 

35 

100 
100 
71 
59 
61 
80 
63 

Puerto Plata I.60 

Total 184 118 64 

a/ 	 Actual percentages of the population surveyed may be higher

than shown here due to the fact that some managers may run
 more than one operation (these numbers represent actual
interviews conducted). This is the case 
with some firms
which have expanded in recent years, opened additional firms
under new names, but retainied the same manager for all
companies. There are examples of this in Itabo, San Pedro

de Macoris, Santiago and Puerto Plata.
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TABLE 3-2
POPULATION AND SAMPLE CHARACTERISTICS BY ACTIVITY 
(Industrial Free Zones only)
 

Variable Category Pa9. Suyrv /ayed 

Economic Activity:
Apparel 
Elec/Electronic 
Shoes 
Tobacco/Cigars 
Leather/Fur Goods 
Jewelry 
Medical Products 

113 
12 
16 
7 
9 
5 
5 

64 
10 
11 
6 
6 
-4 
4 

57 
83 
69 
86 
67 
80 
80 

Other 11t 

Total 184 118 64 

a/ See note in Table 3-1
 

3.2 Job Projections for 1988
 

In order to determine the future labor demand, each employer was
asked to indicate 
the number of new employees the firm would
require in 1988, by skill category (Question 5). The 136 firms
responding to the survey will need a total of 14,405 new workers
by the end of 1988. (This data is summarized by job category in
 
Figure 3-4).
 

Survey results indicate that the largest single need is for semi­skilled arli unskilled workers, or operators (11,310). 
 Feedback
from the focus groups indicated that the major source of semi­skilled workers 
 is those currently employed in the IFZs.
Participants indicated that this is due to the lack of basic, job
entry level skill training 
programs in the industrial skill
 
areas needed by the IFZs.
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FIGURE 3-4 

Hiring Expectations -19 88
 
Free Trade Zones
 

6274 ISemi-Skilled ! 

48% 

.......
...
 

27 272 Others 2% 
-. 431 ISupervisors 

1119 3% 

503 Technicians / 

FUnskilled 38% 

Est. # of New Workers Needed 



The second largest 
demand is for technicians, which includes
machine mechanics, electricians and carpenters (1,119). 
 Based on
the projected number of new operators (11,130) and the average
ratio of technicians to operators 
(1: 100), the projected demand
for technicians from the survey is high. 
 This, in part, points
to the critical need for technicians. 
It is also high due to the
fact that the category of technicians was broadly interpreted by
the managers1 2 . Four hundred 
and thirty-one (431) 
new
supervisors will be needed. 13
 

The need for new workers is widespread. About 70 percent of the
firms surveyed will need new technicians, semi-skilled and
unskilled workers before the end 
of 1988. Approximately two­thirds will need new supervisors, and 52 percent will need new
office personnel. Only 15 percent of the firms will need to hire
other types of personnel in 1988. 
 Responses according to firm
size, location and economic 
activity can be summarized as

follows:
 

o 
 About 85 percent of large firms foresee a need for new

semi-skilled Rersonnel in 1988, 
 compared to
approximately two-thirds 
of small and medium size
firms. Higher percentages 
of firms (85 percent)
Bani and Puerto Plata expressed 

in
 
a need for new semi­skilled labor, followed by San Pedro and San Isidro (75
percent). 
 Itabo and Herrera have the least 
critical
needs. The 
shoe and apparel industries are in most


need of new semi-.skilled workers.
 

o About 80 percent of small and large 
firms, and 60
parcent of medium 
size firms foresee a need for new

u.!sJilled workers in 1988. 
 Bani has the most
widespread need for unskilled labor (85 percent
firms), followed by San Pedro, 

of
 
San Isidro and La
Romana. The needs 
in Herrera and Itabo are less
critical, and in La Vega only 45 percent of employers
expressed a need for 
new unskilled labor in 
1988.
Approximately two-thirds of firms across all industries
will need new unskilled workers in 1988, with 
the
exception of shoe manufacturers.
 

12 In at least one case, projects for technicians included
 
operators with certificate skills.
 

13 This is 
in line with the demand expected, given the
number of ne operators projected. The industry average is onesupervisor per 20 to 30 operators.
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o 	 Approximately 70 percent of botel small and medium firms
will need new technical personnel in 1988, compared to
80 percent of large firms. 
All firms in San Isidro, La
Vega 	and Bani will need new technicians in 1988 as well
as close to 80 percent of firms in San Pedro. 
The need
for new technicians is highest among the 
apparel

industries - 83 percent of firms will need new 
staff ­
followed closely by shoe manufacturers.
 

o 
 Regardless of size, about two-thirds of firms will hire
 newr supervisors in 1988. 
 The need for n'uw supervisors

is highest among the apparel industries - 75 percent of
those interviewed will need 
to hire new personnel in1988. In terms of location, higher percentages offirms in Puerto Plata, San Isidro, La Vega and Baniwill need new supervisors (see Table 3-3 for

information by individual IFZs).
 

o 	 Sixty-five percent of and
small, approximately 50
percent of both medium and large 
firms foresee a need
for new office personnel in 1988. San 
Isidro and
Herrera had the highest response rates for new office
personnel; 
Puerto Plata and Itabo had the lowest. By
activity, the shoe and apparel firms have the greatest

need for new office personnel.
 

o 
 Only 15 percent of employers foresee any need for othe
 new perso nel 1988.
in 	 The greatest needs were
expressed by employers 
 in San Pedro and Herrera,
followed by Puerto 
Plata, La Romana, Santiago and La
Vega. The highest response rates other
for new
personnel cane from the shoe, miscellaneous and apparel

industries, in descending order.
 

Based on responses 
from the survey nample,, projections of new
jobs were made to the total IFZ population.1 Based on these
projections, close 
to 20,500 
new jobs could be created in the
IFZs during the remainder 
of 1988, just through expansion
current operations (see Table 3-4 	
of
 

for projected needs by skill
level). 
 This 	would bring total IFZ employment to approximately
90,000, 
not including employment created by new investment. If
potential new investment is factored into the projections (12,000

- 15,000 new jobs), the total would range from 102,000 to
105,000. This 
is consistent with projections made by the IPC,
who predicts that a total of 100,000 persons will be employed in
the IFZs by the end of 1988 (IPC, 1987).
 

14 Due to the small size of the Herrera sample, it was notpossible to make reliable projections of future employment needs
in Herrera.
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EMPLOYERS 1988 
TABLE 3-3 

JOB PROJECTIONS ST JOB CATEGORY AM LOCATION OF FIhU' 
N a 136 

Job Cateory/Locatforn 
SIPuerto 
J..#ntieof| Platae 

san 
Pedro I La Romana 

I 
I La Vega 

I 
I Banf 

I 
I 1trbo 

; San 
I sfdroJ I Herrera 

I 
I Total 

SupervisorsJ 118 16 105 67 41 36 24 24 50 481 

Technicians J 226 63 311 54 299 48 16 102 73 1,192 

Semi-Skilled 

Unskitted 

2,463 

1,208 

174 

415 

937 

1,791 

968 

500 

870 

600 

600 

220 

17 

282 

245 

320 

368 

404 

6,642 

5,740 

Office Personnel I. 46 8 63 11 26- 14 13 13 42 236 

Other I 20 6 41 7 2 0 2 0 36 114 

TOTAL 
 4,081 682 3,248 1.607 
 1,838 918. 354 704- 973 14,405 ­

lRepresent new futt-time jobs to be created by the end of 1988. 



TABLE 3-4
 

PROJECTED NEW JOBS IN DOMINICAN IFZS, 1988/1
 

Survey Samole/2
 

Supervisors 
 431 
 672

Technicians 
 1,119 1,744

Semi-skilled workers 
 6,274 9,783

Unskilled workers 5,036 7,853

Office personnel 194 
 303
 
Other personnel 78 _in 

TOTAL 
 13,432 20,477
 

1/ 
 Based on estimates of firms currently established in IFZs
2/ Based on the results of the survey (118 IFZ firms)

3/ Projected to total.current IFZ population (184 firms)
 

Given these findings, the need for workers with job entry skills
(semi-skilled), will become acute in the near future. 
If efforts
to address the IFZ training needs are not 
begun immediately,
there will most likely be two results: 1) increased turnover and
competition as new firms compete with the old for 
a shrinking
pool of semi-skilled and skilled labor; and 2) increased training
costs as new IFZ firms are forced to recruit and train less
qualified, and most likely, less educated workers.
 

3.3 Factors Affecting Productivity and Expansion
 

The design of a training program should reflect a response to the
total organizational context in which 
the program will occur.
Four critical 
areas should be considered: management, labor,
production and marketing. By understanding the general needs of
employers in terms of the companies' productivity and growth, one
can better determine the importance of training relative to other
 concerns. Managers were asked to rank ten factors (on a scale of1 ­ 4) in terms of their importance to the overall productivity

and expansion of the firm (Question 10).
 

Over 80 percent of the managers surveyed expect their business to
 grow during the remainder of 1988. 
 About 15 percent predict it
to remain at the same 
level, with only slightly under 4 percent
projecting a decline. In spite of 
this optimism, there are
several factors 
 which negatively affect productivity and
continued e;'pansion in the IFZs in the Dominican Republic.
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Skilled labor and training needs are 
2 of the 3 major factors
affecting the productivity and expansion of the firms surveyed
(see Figure 3-5). 
 Nearly 80 percent of managers cited lack of
skilled labor to be an important or very important constraint,
more 
than any other single factor. Electrical power problems
were 	cited by slightly 
over 	70 percent of those surveyed, and
lack 	of training resources received the third highest response.
About 30 ­ 35 percent of all firms cited various other factors:
lack of space, lack of capital, lack of adequate technology,
governmental controls 
and import restrictions. Firms seem 
to
have the least problem with obtaining raw materials, dealing

with 	labor/management issues and marketing.
 

Responses 
varied greatly by location of the firms. Lack of
skilled labor is the most important constraint in Puerto Plata,Herrera, Santiago and La Vega (see Table 3-5 for the complete
ranking of constraints by location). 
 Lack 	of training resources
 was cited just as frequently by managers in La Vega. 
 Electrical
 power is the most crucial problem in Bani, San Pedro 
and La
Romana. The major issue in 
both San Isidro and Itabo is
governmental controls. 
 The focus group confirmed that there was
some overlap in interpretation of governmental controls and
import restrictions, and that the problem in both of these 
zones
had been with Customs. In brief, the major constraints by zone
 
were:
 

o 	 Santiago: lack of 
skilled labor and electrical power

problems/lack of training resources/lack of space (tie)
 

o 
 La Vega: lack of skilled labor/lack of training

resources (tie), electrical power problems and lack of
 
capital
 

o 	 Puerto Plata: lack of skilled labor, lack of trainingresources, lack of capital/lack of adequate technology
(tie)
 

o 	 San Pedro de Macoris: electrical power problems, lack
of skilled labor and lack of training resources
 

o 	 La Romana: electrical power problems, lack of skilled

labor and lack of space/lack of adequate technology

(tie)
 

o 	 Bani: electrical power problems, lack of skilled labor

and lack of capital/import restrictions (tie)
 

o 	 Itabo: governmental controls, lack 
 of skilled

labor/lack of raw materials (tie) and import

restrictions
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FIGURE 3-5
 

Employers' Ratings of Factors Affecting
 
Productivity/Expansion of Their Firms
 

;lack/skilled labor N=107
 
electric power probs N-100 
lack/trng resources N=72 

lack of space N=49
 
,lack of capital N=46
 

Ilack/adq technology N::45
 
government controls 
 N=43
 

import restrictions N=43 
lack/raw materials N=33
 

labor problems N=30
 
lack of market N=29
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TABLE 3-5
ENPLOrER'S RATINGS OF FACTORS AFFECTING TIE FIRIMS PRODUCTIVITY AND EXPANSION BY LOCATION 
NIz136 

Factors/Location 

Lack of Skitted Labor 

j f Puerto 

JSantiago ( Ptata I 
Percent*. i 88 100 
Frequencyj 30 6 

San I 
Pedro I Le Romana I 
77 67 

30 10 

La Veaa 
78 

7 

I 
I Ban 

83 

5 

I 
I Itabo 

60 

3 

I San 
I Isidro I Herrera 

75 92 

3 13 
Electric Power Problems 

Lack of Training Resources 

Lack of Space 

-

i 

J 

56 

19 

56 

j 19 

56 

19 

-17 

1 

83 

5. 

0 

0 

95 

37 

57 

:21 

38 

15 

94 

14 

- 33 

5 

47 

7 

67 

6 

78 

7 

33 

3 

100 

6 

33 

2 

33 

2 

0 

0 

20 

1 

0 

0 

50 

2 

so 

2 

-0 

0 

72 

13 

56 

10 

16 

3 

=. 

Lack of CapitaL 

Lack of Adequate Technotogy 

j 

i 

i' 

38 

13 

50 

17 

o50 

3 

5C 

3 

-23 

9 

18 

-7 

20 

31-1 

47 

-'7 

45 

4 

5 

5 

50 

3 

17-

'1 

20 

1 

0, 

0 

0 

0 

0 

0 

56 

10 

28 

5 
Government Controls 

Import Restrictions 

I 
i 

i 

35 

12 

26 

9 

17 

1 

50 

3 

21 

8 

13 

5 

20 

3 

13 

2 

33 

3 

44 

4 

0 

-0 

50 

3 

80 

4 

40 

2 

100 

4 

25 

1 

45 

8 

78 

14 

Lack of Raw NaterfaLs 

-

i 
I 

15 

5 

33 

2 

15 

6 

13 

2 

22 

,2 
17 

1 

60 

3 

25 

1 

61 

.11 
Labor Problems 

-. J 
32 

11 

17 

1 

33 

13 

14 

2 

22 

2 

0 

0 

0^, 

0 

0 

0 

0 

0 
Lack of Market i 

I 
29 

10 

33 

2 

18 

7 

13 

2 

33 

3 

17 

1 

20 

1 

0 

0 

22 

4 

*Percents have been rounded off to two digits.
 

Survey Question 10
 



o San Isidro: governmental controls, of
lack skilled
 
labor and electrical power problems/lack of training
 
resources (tie)
 

o Herrera: lack of 
skilled labor, import restrictions,

electrical power problems and lack of raw materials
 

The results also varied by size 
of firm and economic activity.
Smaller firms are more concerned with lack of capital, lack of
 raw materials and lack of training resources than are medium and
larger size On
firms. the other hand, larger firms are more

affected by lack of space for expansion.
 

The apparel firms' major barriers to improved productivity and
expansion are 
the same as the overall sample. The electronics

firms' major problem is governmental controls, followed by lack
of skilled labor and inadequate electrical power. The shoe

industry is by far most concerned with the lack of skilled labor,

while the miscellaneous industries find electrical power problems

and lack of skilled labor to be their major concerns.
 

In summary, lack of qualified labor is a serious limitation to
increased productivity and the expansion of firms 
currently

operating in the IFZs and Herrera, regardless of size, activity

and location. Other problems such 
as electrical fluctuations

and outages have alternative or temporary solutions (electrical.

generators). Labor shortages, if not addressed, will only lead
to more fierce competition among 
firms and could discourage

future investment in the IFZs.
 

3.4 Employers Most Urgent Training Needs
 

For training programs to be effective, they must be based on
industry specific needs. 
 Two survey questions investigated the

problems employers face with their labor force in terms of
training, critical in
jobs most demand and specific skills
 
needed.
 

Because experience in Central American countries has shown that
it is difficult for general managers to be specific in defining

training needs by job category, the survey included two different
 
types of questions to assess training needs: a forced choice

question, ( #43), in which managers selected 
from a list of
possible needs the 
ones that were most urgent and could also

include other needs in an 
open category, and an open-ended

question ( #51) in which they could describe exactly what specific

skills and jobs they most needed.
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The results for all responses to question 43 are presented in
Figure 3-6. The high response rate on this question indicates
that all firms are facing critical training needs. 
 Supervisory
training, with an emphasis on human relations skills, is the most
critical training need for the majority 
of all firms (60%),
followed by 
training in quality control (46%), industrial

mechanics (44%), bilingual secretarial skills (22%) and basic
computer skills (13%). Twenty-five percent of all firms
indicated 
"other" training needs which included primarily
training for senior managers 
or general management skills for
senior managers, bookkeeping and accounting, and other office
 
related skills.
 

As the study hypothesized, the data also 
show that training
needs do, in fact, vary according to the size, economic activity
and location of the firm. 
 In some cases, these differences are
 
significant.
 

By size of firm, a number of interesting differences emerge. 
The
data show that larger firms have a greater need than others for
training in the areas of industrial mechanics 
(60%) and quality
control (58%) and somewhat more for bilingual secretarial and
 
computer skills. (See Figure B3-1.)
 

Supervisory training is a much more serious need for medium (70%)
and smaller 
(62.2%) firms. This may be explained by the fact
that in larger firms there is more job specialization, whereas in
smaller and medium firms, supervisors tend to be technical
personnel or operators who have been promoted through the ranks

and have received little 
 training in managing production
processes and personnel. Larger firms, 
in turn, can afford to
hire higher level skill supervisory personnel who manage 
a
greater number of employees. 
As the data on the characteristics

of f.,rm based training indicate (Section 3.6.2), larger firms
inveit more in supervisory training through their own formal and
informal methods, and are more willing to send their supervisors
to programs outside the firm or country to acquire the necessary

skills.
 

By economic activity, the most interesting difference noted is
that the shoe industry has the greatest need for training 
in
quality control (80%) as compared to apparel (58%) and
electronics (18%). is
This consistent 
with the anecdotal
information collected during the interviews. 
 Shoe manufacturers

indicated that there are virtually no training programs for their
sector in the country. Quality control personnel are selected
from the better qualified operators, and even then, must be

closely supervised. (See Figure B3-2.)
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FIGURE 3-6 

MOST URGENT TRAINING NEEDS 
All Resondents (n=136) 
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supervison/
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Supervisory training is most critical 
for apparel (70%) and

other firms (61%). Training mechanics in the repair and

maintenance of industrial equipment is a serious need for apparel
(59%), shoe (60%) and miscellaneous firms (58%). Another
 
interesting result 
is that almost half of all electronics firms

(45%) are experiencing problems finding and training executive

bilingual secretaries. As would be expected, a firm's need to

provide a specific kind of training is in large part influenced

by 
the educational resources and institutions located in the

surrounding area. 
 The newer zones of Itabo, San Isidro and Bani

which are located within close proximity of the best technical

school in the country, are not experiencing as serious problems

as other zones located away from the capital.
 

The needs of the information service firms, although not included

in the quantitative survey, merit mention as they represent oneof the most promising new sectors for the IFZs. 
Two information

service operations were visited during the course of the study:

1) Caribbean Data Services (CDS), 
which is located in the San

Isidro IFZ; and 2) CODETEL's computer graphics operation in Santo

Domingo. Labor shortages is 
one of the major factors affecting

the productivity and 
expansion of CDS's data entry operations,

and high 
turnover has caused them to reevaluate their

recruitment policy15 .
 The primary need of CDS is for unskilled/

semi-skilled workers or "keyers." Keyers are not required to

have previous computer or English language training, but should

have basic typing skills (12 w.p.m.) and some familiarity with

the computer. 
The demand for new group leaders, supervisors and

shift managers is not as crucial, since they can be promoted from

within the firm as needed. Unlike CDS, CODETEL's management did
 
not note any current labor or training shortages. Appendix C
contains a case study which summarizes the training needs,

current training programs and projected growth of this sector.
 

Table 3-6 presents training needs by location. On interpreting

these results, the reader should 
keep in mind that the total

number of firms 
in Puerto Plata, Bani, La Vega, San Isidro and

Itabo are quite small (4-8), and thus high percentages
 

15The major factor affecting CDS's productivity is lack of

adequate transportation for workers in the zone. 
The problem has

been addressed and partially resolved, but at a high cost to the

worker. According to CDS calculations, the average worker spends

approximately 16 percent of their salary on transportation.
 

32
 



TABLE 3-6
 
ENPLOYERS HOST UIRET TRAINING NEEDS ST LOCATION 

I IPuertol san I I I j San i-
Training Need/Location I Santiamo I Plate 
 I Pedro I Le Romana I Le Yea& I Bani 
 Itabo I Isidro I Nerrera 

Supervision Percent f 82 83 45 53 63 100 50 25 67 
Frequency 27 5 17 8 5 6 2 1 12 

Quality Control j 
I 

73 

25 
100 

6 
41 
16 

27 

4 
88 

8 
100 

6-
25 

1 
25 

1 
27­

5 
Industral Mechanics- 50 -3351 46 78 67 0 25 83 

17 2 20 7" 7 - 0 1 15 

Bilingual Secretary j 

I 
21 33 

1 
11-

4 
33 

5 
13 

1 
33 

2 
so 

2 
25 

1 
39 

7 
Computer Progralming 

- - 'I~ 
23 
e -­.0 

10 

4 
13 

2C 
0 0 

0 
25 

1. 
25 

1 
16 

3 
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may in fact only represent 2 or 3 firms. To clarify some of the
results, comments made by the firm representatives in the focus
 groups are integrated with the findings.
 

Supervisory training is the most important training need for 82
percent of the firms in Santiago. Seventy-three percent cited
quality control, 50 percent require 
training for industrial
mechanics and 21 
percent and 23 percent, respectively, in the
 areas of bilingual secretaries and computer skills.
 

During the focus group meeting, private sector representatives
stated that the three top needs 
for training in supervision,
quality control and industrial mechanics are interrelated. The
real needs are for better trained industrial engineers and
technicians with more practical industry experience. During the
interviews, managers complained that 
 industrial engineering
programs in the 
Dominican Republic are highly theoretical and
out-of-date16. Because firms are bringing 
more sophisticated
production equipment to the IFZs, this is creating a demand for
better trained technicians. In their opinion, the schools in the
country are not familiar with the newer technologies and thus are
not able to respond adequately to the demand.
 

Puerto Plata
 

All firms surveyed in this zone need training in quality
control, and 83 percent also require supervisory training. 
This
reflects the non-traditional composition of firms sampled in
this zone which includes one furrier, one jewelry and two leather
manufacturers. All of the manufacturing processes are tedious
and require constant attention detail.
to Two firms need
training in industrial mechanics 
and bilingual secretarial
 
skills.
 

La Vega is a newer 
zone nestled in a primarily agricultural
region, which competes with Santiago for skilled labor. 
All but
 one of the firms surveyed are in the apparel industry.
 

Seventy-four percent of these firms 
are facing serious problems
finding and/or training maintenance mechanics to repair and
service industrial sewing machines. 
 Supervision, with an
emphasis on human relations skills, is the second most important

need for 60 percent of the firms.
 

16These comments also apply to the zones of La Vega and
Puerto Plata which were also represented at the Focus Group held
 
in Santiago.
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Half the firms in Bani began operation in 1986 and the other half

in 1987. Of the six firms interviewed, all but one are in the

apparel business. In spite of its proximity to the capital, it
is still difficult for these firms to meet their training needs

in the area of supervision. All firms indicated 
a problem in
this area, followed by industrial mechanics (64%). No firms

reported a problem in the area of quality control.
 

During the focus group, these responses were partially supported
by the zone administrator who indicated that the greatest needs
 
were in the areas of personnel management (or supervision) and
 
bilingual secretaries.
 

Itbo 

In Itabo, one 
 finds the larger, more technologically

sophisticated firms of Westinghouse, Baxter Medical, GTE, Hanes

and a Codetel subsidiary. All these firms invest heavily 
in

their own internal formal and informal 
training programs. In

addition, Itabo's proximity to the best rated technical school in

the country, the Loyola Institute, should assist the firms in
 
finding and training competent personnel.
 

In the technical areas of industrial mechanics and quality

control, the data support this assumption. However, three out of

five firms still reported a need in the area of supervisory

training and bilingual secretaries. According to these firms,

good supervisory training courses and skilled supervisors 
with

experience in human 
relations are almost non-existent in the

Dominican Republic. 
 Finding competent bilingual secretaries is

also a major problem. One manager reported that it took him

almost four months to finally hire a secretary with good English

skills. In order to keep her, he had to offer her the same

salary he is paying an electro-industrial engineer in charge of
supervision and 
quality control. The zone recruitment office

confirmed that it had been very difficult to attract competent

bilingual secretaries away from the capital, given 
the high

demand, and Itabo's distance from the city.
 

Like Itabo, San Isidro was purposefully designed to attract the

larger, higher technology firms. All managers neet on a weekly
basis and discuss common problems in the areas of infrastructure,

customs, and labor and recruitment issues. As in Itabo, there is
 
a full-time human resource manager (see review of IFZ Recruitment

Centers in Appendix D) who screens applicants for the firms. San

Isidro is also located near the second most respected vocational

technical school, the Salesians ITESA. Even so, two out of the

four firms (50%) interviewed indicated that the personnel they
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had hired to serve as supervisors needed significant training in
industrial supervision. 
 Half of the firms also reported a need
to hire semi-skilled workers rather than unskilled. 
An apparel
and an electronics assembly firm commented that the lack of job
entry skills of the labor force was requiring the firms to invest
 a great deal of time in up front basic training.
 

San Pedro
 

Slightly over half of all firms surveyad (55%) have a major need
in the area of industrial mechanics. Primarily, these employers
are 
looking for technical maintenance personnel who can repair
and service industrial equipment, especially 
in the apparel
industry. 
The San Pedro managers also reported training needs in
the areas of supervisory/human relations 
 (43%) and quality

control (40%).
 

During the focus 
group, managers appeared more concerned about
the need of future companies than their own current needs. 
 The
problem of quality control, they felt, was a more serious problem
for the electrical/electronic 
firms than for other types of

firms. 

La Romana
 

Nine out of 14 firms sampled in La Romana were in the apparel
industry. The training needs in this 
zone are primarily for
supervisory (53%), industrial mechanics (50%), quality control
(44%), and bilingual secretarial (36%) skills.
 
Half of the firms surveyed have both formal and informal training
programs; 
five of these have their own designated training area
within tie firm. 
 These programs are primarily for unskilled
workers. Supervisors are either sent 
out of the country for
training or brought already trained 
from the United States or

Puerto Rico.
 

Herxra 
The most decisive training need fnr firms in Herrera was in thearea of industrial mechanics 
 (77%), followed by supervision

(67%).
 

During the focus group, the managers gave three reasons for the
high demand for industrial mechanics training: 
 1) firms in
Herrera are older and 
therefore need more maintenance on
machinery; 2) there is 
more medium and heavy industry in Herrera
than in the IFZs; and 3) there are more integrated industries in
Herrera with more cowplicated production processes.
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3.5 

The fact that such a high proportion of the firms sampled inHerrera are experiencing difficulties finding skilled maintenance
technicians underscores the seriousness of the problem. 
The lack
of skilled labor seems to affect 
many firms throughout the
 
country, not just in the IFZs.
 

3.4.1 Occupations in Most Demand 

Using an open format, employers were asked to list those
occupations for which it is 
most difficult to find skilled labor.
(Table B3-3 summarizes the data on Question 51 by zones). 
 In
 many instances, the jobs in demand correspond closely to the
 responses already discussed 
under critical training needs.
Although the exact job titles vary somewhat by zone, some clear
trends 
are evident across zones. Occupations most in demand
 
include:
 

o 
 Plant and production supervisors trained in human
 
relations and personnel management
 

o Industrial maintenance mechanics
 

o Industrial electrical 
and electronic technicians and
 
engineers
 

o Assembly line oporators
 

o Bilingual secretaries
 

Regarding industrial mechanics, employers consistently cited the
importance of experience and knowledge in repairing different
 
types of industrial equipment and the need to be able to read
 
technical manuals in English.
 

Labor and Work Ethic Problems
 

One of the major attractions for potential investors to the IFZs

in the Dominican Republic is the low cost of labor. 
 Generally,

promotional groups emphasize 
that labor, although unskilled, is
 easy to train. The study attempted to document how employers

rated the labor force in a number of areas related to work ethic,
literacy and technical skills. Managers were asked to assign a
numerical value of one to four (four being the most problematic)
to list of labor and work ethic issues. All firms indicated some
problems. The overall results are presented in Table 3-7.
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TABLE 3-7
 
L&BOR AND WORK ETHC PROBLEMS
 

Issue 
 Percent of Manager Indicating a
 
'Problem' or 'Serious Problem'
 

N - 136
 

o Attendance 
 50%
 
o Punctuality 
 48%
 
o Technical Skills 
 47%
 
o Initiative 
 39%
 
o Quality of Work 
 37%
 
o Manual Dexterity 27%
 
o Literacy 
 26%
 
o Loyalty 
 25%
 

Large firms have more of a problem with attendance (64%) and lack
of technical skills (60%), 
 while medium size firms are 
more
affected by lack of attendance (59%) and punctuality (54.%).
Technical skills are the overriding concern for smaller firms.
Figures B3-4 and B3-5 show employers' ratings of technical 
and
attitudinal problems as a function of size and type of industry.
 

By type of industry, the apparel 
firms are more concerned with
attendance (65%) and punctuality (61%), as compared to technical
skills (54%). For the electronics 
firms, the lack of workers'
initiative on 
the job and their poor technical skills (50% for

both) were the overriding concerns.
 

To determine if a manager's nationality affected how positively
or negatively he rated the labor force. the team analyzed this
interrelationship. 
 Figure 3-7 presents the results. Non-
Dominican managers had significantly more problems with the lack
of technical skills (58%) and quality of work (55%).
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FIGURE 3-7
 

Employers' Problems with Selected Labor/

Work Ethic lssues:By Manager Nationality
 

(n=136) 
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Employers perceive that attitudinal factors are (i
as critical 
some instances more impoitant) as technical and manual skills.17
 These findings are supported by the anecdotal evidence collected
during the interviews. Managers indicated that the work force,
although trainable, lacks the discipline to work in a modern day
factory. This is understandable when one considers the rate at
which the country has evolved from a primarily agricultural
economy one which 
serves as a base of operation for the large
number of multinational companies found in the IFZs.
 

During the focus groups, employers agreed that there is a general
lack of industrial discipline due to the absence of any real job
training in the schools. 
 However, this has not affected their
productivity. In their opinion, the 
lack of skilled labor is
critical and could seriously handicap the ability of the country
to attract future investors. 
 They added that if the problems of
basic skills training were addressed appropriately in the
schools, the situation could be remedied. 
 Overall, however,
private sector representatives expressed confidence in the
 
Dominican labor force.
 

In interpreting these findings, it must be noted that workers'

motivation and general attitudes 
on the job are in large part
influenced by 
management style, incentives and the general
organizational context of the company. 
 Transportation problems
and lack of medical facilities in the zones contribute to
absenteeism and tardiness. Westinghouse for example, has two
shifts of medical staff: 
 one doctor and two nurses on each
shift. As a result, they reported little problem with these
issues. Also, to ameliorate 
the harsh and dull factory
environment, 
some companies play music over the loudspeakers.

According to these managers, 
this increases productivity

significantly.
 

17 In similar studies in the United States, Jordan, Honduras
and Panama employers have indicated that attitudinal issues such
 as punctuality and loyalty are 
as important or more important
than the technical competencies of the work force. 
 (Hershbach,
1986; Cuervo, 1985; van Steenwyck, 1982 and 1984.) Successful
national technical training systems such as SENA in 
Colombia
require all trainees to take 
as many as 20 modules in "Integral
and Ethical Training.", The modules address the issues of
responsibility, citizenship and conduct in the work place. 
These
skills are then required during all shop activities. Partly as a
result of such emphasis, employers characterize SENA graduates as
 more disciplined, more responsible, 
more motivated to be self­starters and with better problem solving abilities than non-SENA

graduates. (Cuervo and van Steenwyck, 1986.)
 

40
 

http:skills.17


3.5.1 
 Employers ratings of educational background of workers
 

A number of questions aimed at ascertaining managers' opinions of
the educational competencies 
of the labor force. Managers are
generally satisfied with the basic literacy and education levels
of the workers. 
 Only about a quarter (26%) indicated some
problem in this area and they 
were mostly in the apparel

industry.
 

Question 24 asked employers if they preferred to hire workers who
had a formal education even if the job did not require it18
 . The
majority (88%) would rather hire educated workers. 
Managers most
often cited such reasons as: 
 workers were more trainable, thus
lowering training costs; and 
educated workers 
were more
disciplined, better problem solvers and could expand into other
 
work areas more easily.
 

Another question (#23) asked managers to rate the quality of
training at the selected institutions where their employees had
been educated. Managers could only respond 
if they had some
direct knowledge of the institution. Response rates 
varied
greatly, indicating that many employers were 
not familiar with
these institutions. Figure 3-8 
presents the responses for all
firms. 
 most
In summary, managers had experience with the
secondary schools rated
and them 
regular (52%) to favorable
(23%). 
 The most highly rated technical schools and universities
 were the Loyola Polytechnico (80%), the Salesians' ITESA (74%)
and the Universidad Madre y Maestra 
(UCMM) (72%). Although the
technical vocational school of the Armed Forces was not included
in the list, information collected 
during the interviews
indicated that employers also rated the 
graduates from this
school highly. All of these institution, were included in the
supply side evaluation presented in Chapter 4.
 

In the case of Loyola, ITESA and the Armed 
Forces, managers
indicated that graduates 
 not only had a sound technical
background but were 
also more disciplined than other graduates.
The UCMM was recognized mostly in the Santiago, Puerto Plata, La

Vega and San Pedro zones.
 

Of the institutions 
listed, the least known was INFOTEP, the
national technical training institute. Howevir, of the few (30)
that had experience with it, about 60 percent rated it favorably.
Most of these firms were in the zones nearer to the capital.
 

18For ths purposes of the study, formal 
education was
defined as having completed at 
least eight years of basic

schooling or a primary education.
 

41
 



FIGURE 3-8 
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These are the only firms currently paying the INFOTEP tax and
thus are more likely to use their services. Through their

general comments, many employers indicated a distrust of working

with INFOTEP, citing its politization.
 

3.6 Characteristics of Training Activities
 

A major portion of the survey focused on how employers currently

meet their training needs. Questions looked at the types of
 programs, length of training, retr&ining, and alternative methods
 
to train managers. This section summarizes the responses 
to
 
these questions.
 

3.6.1 Types of programs
 

When managers were asked if it was important to provide employee

training, an overwhelming majority, across size, type of firm and
location, responded affirmatively. Only two companies

disagreed.
 

Consistent with this data, other findings show that most 
firms

conduct some form of training activities. Those that do not
train prefer to hire trained personnel. Surprisingly, more

small firms (93%) conduct training than do medium (85%) and large

(80%) firms. This could be 
due to the fact that at least one
 quarter of the sample included new firms which had just begun
operation and thus are currently devoting more time to training.

As one manager of a new multinational subsidiary stated: "When
 you locate in the DR (sic), you know you will have to invest the

first six-to-eight months just in training your personnel." 
 Many

of these firms, currently classified as small, will be

considered medium or large firms within the next 12 months.
 

Most employers characterize their training activities as informal

and on-the-job as contrasted with formal (definded as using anorganized 
curriculum, as special instructors, and a more
structured learning setting (see Figure B3-6)). Compared to two
other countries where a similar survey was conducted, however,

more firms in the Dominican Republic have formal training

mechanisms (13%) and/or a combination of formal and informal

methods (25%). 
 Again, these data support trend in the overa.l
 
survey results, that there is substantial private sector

investment and interest in training in the IFZs.
 

As would be expected, formal training is provided more often by

the medium (19%) and large size (13%) firms (see Figure B3-7).
About one in every four firms, regardless of size, employs a

combination of methods. 
 By economic activity, the data reveal
 
two interesting points: 1) a higher proportion of
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electrical/electronics 
firms (64%) invest in a combination of
formal and informal methods, and 2) the shoe industry almostcompletely uses on-the-job, informal training methods.
 

3.6.2 Functions of Training 

Managers are primarily concerned with making a profit. Any
activity that helps to increase profit, e.g. by increasing number
of items produced, or competitiveness with other firms, will be
perceived as important and useful. 
 Most managers surveyed view
training highly because it represents a direct long-term
investment in employees and indirect long-term investment in the
firm, and the country. As the response to Question 21
indicates, most managers have a clear understanding of the short­and long-term payoffs of training. According to managers, the
four most important functions of training are:
 

o improved productivity
 
o quality control
 
o new skills development
 
o cost reductions
 

3.6.3 Methods for training different skill workers
 

A series of questions asked employers to indicate how they train
supervisors, technicians, and semi and unskilled workers using

the following methods:
 

o on-the-job informally (OJT)I9;
 
o 
 on-the-job with organized instruction;
 
o 
 in the firm, formally, in classrooms;
 
o through local vocational/technical schools;
 
o outside the country.
 

19 In its simplest form, OJT takes place when a new
 
employee is assigned to work with an established worker. The
instruction 
occurs as the job is being performed - as the
incumbent worker shows the novice how to perform tasks. OJT iseffective for teaching manual skills, but it is an inferiormethod for imparting technical and theoretical knowledge. It ismost useful for teaching the practical application of theory totrainees who have already learned the theory (Hershbach, 1986). 
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Most firms (82%) train their supervisors on-the-job informally,(Figures B3-8 to 
B3-11 summarize the results
category2 0). Because of the lack 
for each skill


of available programs in­country, some companies (14%) send their supervisors outside the
country for training. The average
supervisors ranges length for training
from three to six months. Approximately one
in ten firms bring own
their supervisor
Dominican Republic. from outside the
The general feeling however, is that
Dominican supervisors are better able to understand the needs and
cultural nuances of the work force.
 
The more one descends the skill ladder, the more one 
finds that
firms rely on OJT, complemented by organized instruction, to meet
their needs. 
Firms are more willing to send technicians (18%) to
local vocational 

(8%). 

schools for training than their supervisors
The average length of training for technicians is three to
six months. 
 Over half of the firms (55%) surveyed do not train
their own technicians. 
They either hire trained technicians from
other firms and/or contract them from technical schools. A few
(7%) bring in their own technicians from outside the country.
 
OJT is used most often to train semi- and unskilled workers. 
 In
such cases, 85-90 percent of all the training is done informally
and is complemented by organized
some 
 instruction usually
provided by local supervisors. 
 The average training time for
semi and uiiskilled is as follows:
 

TABLE 3-8
AVERAGE TRAINING PERIOD: SEMI/UNSKILLED 
Semi-Skilled 
 nkle
 

More than three months 
 18% 
 15%
Two to three months 
 37% 
 31%
One to two months 
 23% 
 20%
Less than one month 
 21% 
 33%
 

As an alternative to training unskilled workers, over 60 percent
of firms hire 
trained workers 
from other firms. This
particularly true is
in the apparel industry. Research found, in
fact, that some companies will guarantee a worker a job 
or
 

201n these figures, percentages add to more than 100% due to
multiple responses by some respondents.
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promotion if they get their training in another IFZ operation.
It would appear that employers prefer 
to hire 	people with
experience gained in other firms because OJT is 
so time consuming
and expensive, and because there are so few available training
resources 	for this sector.
 

3.6.4 	 Major problems with current training methods
 
All firms indicated some problem with their current methods for
meeting training needs. 
 In summary, three major objections to
training are: 
 1) it takes too much time (39%); 2) the personnel
leave after they are trained (33%); 3) it
and is too costly
(27%). 
 Because of the lack of competent instructors, providing
training in-plant is too complicated and employees do not learn
or absorb what they are taught. As a result, managers felt that
training 
often does not result in increased productivity or
profits for the firm.
 

3.6.5 	 Employers suggestions for new investors regarding
training 

Question 	59 
asked managers what they would recommend to new or
potential investors 
regarding training. The results were as

follows:
 

o Bring 	your own instructors (55%)
o Contract local instructors (44%)
o 	 Send workers to local vocational/technical schools 
(24%)

o Send workers out of the country for training (14%)
 

Firms indicated 
that in 	the case of supervisors and some
technicians (electro-mechanics), new companies should plan to
augment in-plant training with formal training 
outside the
country. 
 The data 	reflect the lack of confidence many firms
have 	towards schools in-country.
 

3.7 	Turnover Rates
 

Prior research has shown that high turnover is often an indicator
of labor shortages in a specific region, industry, or season of
the 	year. 
 Managers 	were asked therefore in which skill
categories they had experienced the highest rates of turnover,
whether turnover was seasonal and why turnover was a problem.
 
Regardless of size, the highest turnover rates by far are among
semi-skilled workers. 
 A much higher percentage of large and
medium size firms 
(56 and 37 percent respectively) cited this
problem, 	than small
did firms (31%). Turnover seems to be
higher among semi-skilled workers for two reasons: 
1) they have
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obtained a level 
of basic, as well as firm-specific, trainin
which makes them more marketable to other IFZ firms; and 2) the,
are 
less well paid, work under less optimum conditions and ari
less valued employees than are more 
skilled supervisors an(
technicians, for which turnover is lower.
 

In general, 
the data show that employee turnover is 
more
problem for medium and larger size fi.ms than for small 
of i 

firms.
Thirty-one parcent of the managers of small firms report it to bE
no problem, compared to 15 and 5 percent of medium and 
largE
firms, respectively (see Figure B3-12). 
 High turnover amonc
supervisors and unskilled 
and semi-skilled workers is more
crucial in larger firms due to the sheer number of operatorEneeded to keep the factory running efficiently. In fact, thedata show that turnover 
among supervisors and semi-skilled
workers increases in frequency in direct relation with the size
of the firm. 
 On the other hand, large firms had less problen
with turnover among technicians, most likely due to their ability
to offer more attractive salaries and benefits.
 

Apparel and shoe Aanufacturers experience their highest turnover
among semi-skilled workers. 
Over 45 percent of apparel firms and
50 percent of shoe firms cited 
their highest turnover in this
area (see 
Figure B3-13). Turnover among the electronics
industries does not seem to be as pressing a problem as in other
sectors. Forty-five (45) percent said that they have no problem
at all with turnover in their factories. Turnover rates for the
electronics 
sector are highest among supervisors and unskilled
workers. The miscellaneous industries have higher turnover among
unskilled and semi-skilled labor, 
in that order. Their turnover
 among technicians is slightly less.
 

Although all zones 
reported their highest turnover among semi­skilled workers, the data show varying degrees of concern 
over
the issue which points to certain regional deficiencies. All of
the firms in Bani and Herrera, and 97 percent of those in
Santiago, have problems with employee turnover. 
The Bani firms'
problem has 
been exclusively with semi-skilled and unskilled
workers, reflecting the difficulties of establishing 
an
industrial zone in a traditional agricultural area. The turnover
in both Herrera and Santiago has been spread fairly evenly across
all skill areas. 
 The size of the Santiago IFZ was limited by
financial constraints in the mid-1980s, but 
a large number
companies 
 have expanded operations or installed 
of
 

since the
initiation of the second stage of the zone in the past 2 years.
This has placed additional pressure on the limited labor pool in
the city. In the focus group in Santiago, it was also reported
that turnover of technicians has been influenced by workers going
to the new zone in La Vega. There they can work on and become
familiar with newer machinery used by these 
firms and return
later to Santiago to demand higher salaries.
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Approximately 80 percent of managers in Puerto Plata, San Pedro
 
and La Romana reported some problem with employee turnover. Both
 
Puerto Plata and San Pedro have higher turnover among semi­
skilled and unskilled workers. In Puerto Plata this is in part

due to competition with the hotel industry. As in Santiago,

turnover in San Pedro is mainly due to the large number of
 
companies which have expanded operations or installed over the
 
past 1 - 2 years. Aside from semi-skilled workers, La Romana 
also has higher turnover among supervisors.
 

Both of the zones in Santo Domingo are new and have yet to
 
encounter serious turnover problems, with the exception of
 
Caribbean Data Service in San Isidro, (CDS). Three of the 5
 
firms in Itabo have had some degree of problem with turnover,

each in a different skill area. However, none of the managers

cited high turnover among semi-skilled workers. None of the
 
firms surveyed in San Isidro mentioned problems with turnover.
 
However, a subsequent interview with CDS (data entry) pointed out
 
a problem with turnover among their operators, or "keyers". The
 
specific case of CDS is explained in further detail in Appendix

C.
 

Close to 70 percent of managers stated that employee turnover was
 
seasonal, with the highest response rates coming from La Romana
 
(90 percent), San Pedro (75 percent) and Santiago (70 percent).

This seasonal turnover mainly comes during the Christmas/New

Year's period.
 

In conclusion, with the tremendous growth in the IFZs over the
 
past few years, it has become more tempting for new or expanding

firms to hire away trained personnel from current operations

rather than invest time and resources in training. Most of the
 
zones have addressed the problem through informal "gentlemen's

agreements" among the firms. However, turnover remains a serious
 
problem, in spite of these efforts.
 

3.8 Employers' Estimate of Training Costs
 

Training, regardless of the method, represents a major investment
 
for most companies. Firms generally do not keep accurate records
 
on the cost of on-the-job informal training thus making it
 
virtually impossible to accurately assess a firm's total
 
investment for training. (Dougherty, 1987.) A number of
 
questions sought to obtain information on training costs.
 
Because previous studies have shown that employers are rarely

able to provide exact figures on these expenditures, managers
 
were asked to approximate their costs according to specific
 
ranges.
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The data indicate that most firms 
(73%) do not have a separate
budget to track training costs. 
 The size of the firm did not
seem to matter. Sixty-three percent of 
electronics firms did,
however, maintain 
separate accounts. More 
electronics
(29%) also spend over 30% of 
firms


their budget on training. (See
Table 3-9.)
 

Question 61 asked mazrgers to estimate their 1987 training costs.
Using the median, the analysis attempted to arrive at the firms'
average training budget. 
The results are found in Table 3-10.
 

TABLE 3-10

MEDIAN TRAINING BUDGET FOR 1987
 

Small 
 RD$ 7.1
 
N=48
 

Medium 
 RD$ 11.4
 
N=48
 

Large 
 RD$ 14.3
 
N=21
 

Considering that smaller firms have less than 200 
employees,
their investment in training is proportionally greater than that
of larger firms. 
One must take into consideration, however, that
a number of new 
firms, classified

engaged in 

as small, are currently
intensive training. 
 Some of these firms, e.g., GTE
and Baxter, will by the end of this year be considered medium to
large firms.
 

The data by location are presented in Figure 3-9. 
 An would be
expected, the newer zones, which are primarily attracting higher
technology multinational firms, and are investing in excess of RD
$50,000 a year on training.
 

When the data were 
presented during 
the focus groups, the
managers indicated that 
the training costs 
were in fact
underestimated. 
 Given the various costs of training, i.e.,
equipment, 
 repairs, space, instructors' 
wages,
production lags, time and
the importance and difficulty of tracking
training costs became evident. 
 The few firms that had separate
training budgets usually only kept records for costs incurred for
specific courses provided outside of the firi. 
 About a quarter
of the firms reported sending their 
high level staff such as
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TABSE 3-9
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By Economic Activity
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FIGURE 3-9
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supervisors and senior managers to training programs outside tb
Dominican Republic. 
 In those instances, firms 
could easil
account for their investment.
 

One comprehensive question

calculating 

(#65) aimed to assist managers i
exact costs per training 
hour of instruction, b
asking them provide the following information:
 

o 
 Total number of workers trained in 1987
 

o Average length of course 
(in hours)
 

o Number of instructors partiuipating
 

o Average instructor salary 

o Average hourly salary of trainees
 

The responses to these items varied so greatly that it was nol
possible to generate valid conclusions. 
 The only trend that waE
apparent, and is supported by other results is that electronicE
firms pay a premium for training. However, there aof difficulties numbezwith 
other data on this question. 
was 

instances, the number of people 
In some 

the size of the firm or 
trained does not correspond tcto the average length of training timereported by some firms. 
 In many instances, firms did not list
the instructor's 
time and/or salary, making derivation
total of the
cost of training per employee difficult.


completeness, the data are included in Table B3-14.
For the sake of
 

In sum, tracking employer-based training costs presents a number
of methodological challenges. 
Most firms, regardless of size, do
not tend to 
keep good internal 

Perhaps a more viable 

records of such expenditures.

method of collecting cost estimates by
industry would be to rely on information from international trade
organizations, 
for 
example, the Association 
on Apparel
Manufacturers. 
 Some American based 
firms have also conducted
their own analyses, and their costs 
could serve
estimates for as rough
similar firms. For a example, a multinational
apparel firm San
in Isidro indicated that the
on average,
spends around US$3-4,000 it
to train a U.S. operator, compared to
less than US$1,000 to train a Dominican one.
 

3.9 Preferences for Meeting Training Needs
 
Determining how assist
to the IFZs and Herrera meet
training needs was an of 

their
 area primary 
interest to USAID/DR.
Three critical questions in the survey were used 
to
employers' preferred options identify

for meeting f training needs,
and to discern they
why prefer those methods. 
 The most
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desirable options were then further 
discussed 
in the focus
groups, allowing each zone and/or region to 
move towards
developing a personalized program 
and plan of action to meet
their specific situation. The recommendations proposed in eacb
focus group are discussed in more detail in Chapter 5, Results of
the Focus Groups.
 

Results from the and
survey feedback 
from the focus groups
confirmed that managers prefer to conduct training in-plant or in
zone. When presented with 4 specific training options, about 75
percent of 
managers said organized in-plant training would be
desirable/very desirable, 
closely followed by in-zone training
with a 70 percent response (see Figure 3-10). 
 Managers indicated
that they prefer in-plant training because 
it gives them more
control over 
the content of the training, allows for more
flexibae scheduling and 
is cheaper and more cost effective
(Figure 3-11). Fifty-five percent of managers have a strong
desire 
to work with existing technical training institutions.
Only 25 percent want to utilize other methods 
of training
conducted outside the zone.
 

Although all managers surveyed prefer in-plant training, followed
by in-zone training, a larger percentage of medium and 
larger
size firms respnded to these two 
options. This to
seems
indicate that the larger the firm, the more open management is to
using a variety of training programs. Smaller firms 
seem to
prefer in-zone training for 
higher level personnel, due to

economies of scale.
 

The sewing industries (apparel 
and shoes) have a stronger
preference 
for in-plant and in-zone training. This sector is
concerned with 
the lack of experienced trainers 
and programs
available in the country to meet their specific needs for basic
sewing training and for sewing 
machine mechanics. 
 It would
appear that manarers prefer to have more 
control over their
training programs due to lack of confidence in outside resources.
On the other hand, electronics firms expressed a very strong
preference for working with existing technical schools, in part
due to their positive experience with local educational and
training institutions. At the operator level, they prefer high
school graduates with good basic 
science and math skills, and
have been satisfied with the current quality. 
 The managers have
also been quite satisfied with the training 
of more skilled
personnel by Loyola and the Salesian schools. 
 In addition, basic
electronics training is more expensive than basic sewing training
and due to the smaller number of 
firms, is more difficult to
provide on a per-zone basis.
 

53
 



FIGURE 3-10
 

Employers' Preferred Options for Meeting

Training Needs - All Respondents (N=135)
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FIGURE 3-11
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Because of their unique characteristics, training needs and
stages of development, zones varied in terms of their preferred
training options (see Table 3-11). 
 A summary of the major points

follows:
 

o All of the firms in both Puerto Plata and Baniexpressed a strong interest in an in-zone training

center. 
In Bani, such a center is being planned by the

Administration, in cooperation with INFOTEP.
 

o The IFZs in the capital have a stronger preference forworking with technical schools than do 
IFZs outside
the area. This can be attributed to proximity and
personal experience in working with INFOTEP.
 

o There is a high 
level of interest in addressing
training needs through a variety of methods in Herrera.

Close to 90 percent of managers surveyed in Herrera are
interested in in-plant training and working
existing vocational/technical schools. 

with
 
Eighty percent
expressed interest in 
an in-zone training center.
 

o 
 The majority of Santiago firms are interested in both
in-plant (82 percent) and in-zone training (76
percent). 

o The managers 
surveyed in San Pedro expressed more
willingness 
to work with technical institutions than
the smaller group of "leaders" which participated inthe focus groups. This is an important distinction, asit is the "leaders" who will have a crucial role in the success or failure of any zone-wide training program.
 

3.10 Preferred Financing Options
 

At the present time, the majority of training conducted by thefirms surveyed is carried out in-plant and financed by the firms.All companies in the Dominican Republic are also required by law
to pay a one percent pa roll tax to INFOTEP, whether or not they

utilize their services.
 

21 At the present time, only the newer IFZs 
(Bani, San

Isidro, Itabo) pay this payroll tax. Because of their
extraterritorial legal status and statement that they do not use
INFOTEP's resources, the majority 
of IFZ companies have never
paid, or have stopped paying this tax. 
 On the other hand,
INFOTEP claims these companies are breaking Dominican law by not
complying with payment of the tax. 
 However, INFOTEP has never
legally challenged any of the IFZ companies, so it remains an

unclear issue.
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TABLE 3-11
ENPLOTERS PREFERRED OPTIONS FOR NEETING TRAINING NEEDS BT LOCATION 

I IPuerto I San I
FactorsLocatfon I I - SIsans,
lSntiago I Plate I Pedro I-La RomanI L Ben -Vega I s-dp I Herrr'Itabo 
Organized-In-Ptant 
 -Percent 
 J 82 17 82 73 78 67 
 40 50 
 89
Frequencyj 27 
 1 32 11 
 7 4 2 2- 16
 
in the Zone 
 76 100 62 
 53 44 
 100 40 25 
 78
I 25 6'' 24 -8 - 4 6 2 1 14 
Outside the Zone 
 J 24 67 -23-
 20 22' 16 
 20 25 
 29


j 8 
 4 9 3 2 
 1
 
Using Existing Vocationat/ 
 I 58 40 55- 60 
 221 33Technical SchooLs in Country 80 5o 88
J 19 
 2 21 9 
 2 -2 4, 2 
 15
 
Other 
 : 0 03 16 0 
 0- 0 0 
 5
I 1,. '1, 0 ~ 0 0 0 
 0-


Survey Question 52
 



Managers 
were asked whether they preferred that training be
financed by public private
or resources, and how they 
would
choose (Questions 53, 54) to contribute to privately or jointly
financed training programs. 
 Sixty percent of the managers
believe that training should be jointly financed by the private
and public sectors. 
 Thirty percent prefer that training be
financed totally by private resources.
 

The vast majority (73 %) prefer 
to contribute to privately or
jointly financed training programs through direct payments to the
training organization (see Figure 3-12). 
 Sixteen percent prefer
making supplemental payments to 
employees to cover 
the cost of
training and only 7 percent endorse contributing to such training
through a tax. 
Four percent prefer other methods.
 

3.11 Training Assistance Needed
 

The willingness of employers to 
pay for training is again
supported by a key question (#57) which asked managers who
planning to conduct further are

in-plant training to indicate the
kinds of assistance they would need.
 

The results for ninety-one firms follows:
 

TABLE 3-12
 

TRAINING ASSISTANCE NEEDED
 
TYMe of assistance 
 Percentage of firms resDond-ing
 

Instructors 

Audio Visual Equipment22 

78%
 
71%
Curriculum Plans 


Training (Print) Materials 
67%
 
57%
Training Needs Assessment 


Training Technology 53%
 
52%
Better Facilities 
 36%
Funds 


Training (Industrial) Equipment 
31%
 
29%
 

22During the focus groups, audio-visual equipment was
clarified to mean video training tapes which, in view of the lack
of qualified instructors 
in the country, could significantly
contribute to improving in-plant training.
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FIGURE 3-12 
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Most employers seem willing to 
cover the major expenses of
providing training by taking the responsibility of providing the
funds, physical facilities and industrial equipment for training
purposes. 
 This is unusual when compared to the data on Honduras
and Panama where funds, facilities and equipment were ranked as

the top needs.
 

The managers 
in the IFZs and Herrera are not only cognizant of
the importance of training and 
 its direct relation to
productivity and profits, but also are genuinely willing to payfor quality services. The major problem they face is the
difficulty 
in finding competent, qualified instructors and in­plant training technical assistance in-country. The data by
location do not differ significantly and are summarized in Table

3-13.
 

3.12 Backward Linkages
 

USAID added five questions to the survey to assess the degree to
which linkages existed 
or were possible between IFZ 
firms and
the firms in the Herrera Industrial Park.23
 

A selected sample of these firms was included in the study for
the following reasons:
 

o A substantial proportion of 
American manufacturers
seeking off-shore assembly sites do 
 not have an
interest in establishing their production
facilities and thus 
own 


prefer to contract with local
manufacturers to assemble their products.
 
o In the Dominican Republic, 
while many IFZ companies
perform contract production, some Dominican owned
companies outside the IFZs 
also engage in export
assembly activities under Law 69, 
the Export Promotion
 

Law.
 

In order to develop a comprehensive assessment of training needs
in the export manufacturing sector it 
was useful to include a
sample of non-IFZ exporters in the survey. 
These companies form
a substantial part 
of the export capacity of the Dominican
manufacturing sector and it will be necessary to take their needs
into account in the design of training programs. In addition,
the industrial development strategy of the IPC includes an effort
to promote exchanges between the IFZs and local Dominican
 

23These questions were only addressed to Herrera firms.
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Type of Assfstance/Location 

TABLE 3-13 
TRAINIEG ASSISTANCE NEEDED BY FINS DESIRING IN-PLANT TRAINING 

N - 91 

I IPuerto San I I I 1 
I Santiaao I Plata I Pedro I La Roma I La Vega I Denaf I Itabo A 

san 
Isidro 

I 
NNerrera 

instructors Percent 

Frequency, 
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manufacturers. 
To the extent that the skills of those companies
can be upgraded, it is wore likely that they will be able tc
produce sub-components and other materials 
to companies at
competitive prices and quality standards.
 

The survey results indicate that there 
are few linkages between
local firms and the IFZs. Only three out of eighteen firms
sampled in this zone 
sell to the IFZs. These firms and their
percent of sales to the IFZ were: 
 manufacturers in steel (5%),
air-condition equipment (10%), 
and sports wear labels (1%). Two
additional firms indicated that they have plans to market their
 
products to the IFZs.
 

In terms of employment linkages, 39 percent of the Herrera sample
currently employ workers who have previous IFZ job experience.
 

The only other 
evidence of linkages was a newly established
electrical equipment firm in San 
Isidro which was actively
looking for a local producer of welding gases. According to the
firm, finding a reliable local firm had been difficult.
In sum, the local private sector leaders in Herrera pointed to a
number of needs whiun must 
be addressed before any significant
integration can 
occur between local manufacturers and the fZs.
 
These suggestions were:
 

1) The need to establish an organization to serve as

broker to identify and match IFZ firm needs with local
 
producers.
 

2) The review and change of current industrial and
governmental policies to facilitate trade between local
 
producers and the IFZs.
 

Local managers indicated that the current bureaucracy makes such
linkages virtually impossible. A thorough review of such
bottlenecks was beyond the scope of this study. 
Further analysis

is needed to determine the policy changes required 
to promote
 
more industrial integration.
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CHAPTER 4ASSESSMENT OF VOCATIONAl-TECHNICAL IOGRAMS
 

The objectives of the supply-side assessment were to:
 
o 	 provide information on existing training resources fo:
meeting Industrial 
Free 	Zone (IFZ) training needs 
an
suggest alternatives for meetinq these needs; and
 
o 
 provide the USAID/DR with an overview of the vocationa
training resources available and possible developmen


opportunities in this sector.
 

4.1 	 Summary of Training Resources 

The major sources of training are technical programs iruniversities, technical high schools accredited by the Ministr)
of Education, 
private nonprofit and proprietary schools, 
the
Armed Forces' training centers, and INFOTEP (See Appendix E for
training centers visited and observations on each institution).
 
The geographic location of existing training 
centers does pose
some 	problems for meeting all 
of the existing and future IFZs'
training needs. 
 INFOTEP's proposed 
mobile training units,
however, can be used where no training capabilities exist.


(Fundacion Apec de Cradito Educativo) 
Both
INFOTEP and FUNDAPEC 

can
contract training 
resources and use 
existing training centers
and 	other existing buildings for meeting 
IFZ training needs.
Using thesc facilities, it should not be necessary to construct
additional training centers.
 

4.2 	 Quality of Training
 

The 	quality of training ranges 
from very low quality, which
results in high dropout rates and low job placement rates
than 	 (less
30% completion and job placemont rates), to excellent
training institutions which have very few 
dropouts and job
placement rates at nearly 100%.
 

A 
recent study summarized 
the 	major vocational-technical
resources in-country (Fernandez, Scalce, 
and 	Subirais, 1987).
This 	study estimates that skilled and semi-skilled graduates from
SEEBAC 
(Ministry of Education) training centers annually n\,mber
approximately 5,000 
while about 
1,300 graduate the
from Armed
Forces' centers. 
 Home economics and commercial education
graduates account for about 80% of all of SEEBAC's graduates with
about 400 graduates in technical-industrial areas each year. 
The
Armed Forces' and proprietary schools often focus their training
on artisan level trades or very basic skill levels. 
Universities
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also have established associate degrees and extension programs
and INFOTEP trains about 
7,000 people annually. INFOTEP'i
 programs, however, are geared primarily to skill upgrading.
 

4.3 Costs of Training
 

Costs of training vary widely from as low as RD$1 per participan
hour of instruction in nonprofit private training centers 
(whicl
enroll large numbers of low income participants), to RD$1 to RD$!
in SEEBAC centers and universities, to over RD$8 per participan
hour with INFOTEP. Accepting even the higher training costs ol
INFOTEP, the alternative of building, equipping 
and staffinc
additional training institutions in IFZ's does not appear to be a
rational alternative when existing training facilities 
are not
being used tu their full potential. It is recommended that
existing centers 
be used for providing training with the
upgrading of equipment and Instructors as required. In addition,
funds should also be reserved for cohtracting expatriateindustry- specific, q lick-start training programs when localresources cannot provide appropriate training. Local counterpart
trainers 
should be used to assure a multiplier effect when
training must be repeated for other firms.
 

4.4 Student Selection Criteria
 

Student selection criteria should be reviewed for areas such as
industrial sewing machine operation. Selection in this area is
normally done on the basis of manual dexterity but most training
centers 
are using acadamic achievement as 
the primary requisite
for accepting trainees.
 

4.5 Investments for Upgrading Facillties and Equipment
 

There are many training programs which need 
additional
investment in facilities and equipment, 
and this investment
should be encouraged. Some of most
the innovative training
programs visited, however, were 
those which were operating on a
shoe string budget. Careful consideration should be given 
to
training investments, not only on a cost-benefit basis but also
in light of their potential to foment innovative training

programs.
 

4.6 Competency Based Instruction (CBI)
 
Several training institutions expressed interest 
in developing
CBI strategies. Experience has shown that this can 
be a very
uostly and time consuming process, especially if each institution
develops its own curricula. 
Maximum use of existing materials in
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English 'and Spanish 
should be made and inter-institutional

cost/work/product sharing should be encouraged.
 

4.7 Loans for Low Income Students
 

Several training centers expressed interest in a loan fund for
lower income students, explaining that existing loan criteria

disqualify many lower income candidates because of the nature of
the loan payback guarantees and system of co-signors.
Consideration should be given to alternative loan/grant policies

for lower income sectors of society.
 

4.8 Instructor Training
 

Many training institutions hire former graduates as instructors.

A graduate with 5 or more years of experience in the private
sector, practicing his/her trademost likely has 
sufficient
technical knowledge and skills to teach although he or she may
lack knowledge of new technologies. Consideration should be
given to both technical and pedagogical skill upgrading programs
for instructors. Ideally, these programs would be
individualized and self-paced with minimal group meetings. 
Local

university CBI programs are suggested.
 

4.9 Standardization of Curricula
 

Many training centers are meeting very different training needs
 among different socio-economic sectors of society. These
training alternatives should be encouraged but the core content

should be standardized. Standardization would also reduce
training costs because demonstrated mastery of a given task will

eliminate repeat training.
 

INFOTEP has developed trade profiles 
in the form of career
ladders which 
could serve as the basis for standardizing

curriculum content and exit points 
for participants. The
International Labor Organization (OIT), which 
is providing
technical assistance to INFOTEP, could also assist in this area.
The agreement which is to be signed between SEEBAC and IN '0TEP
could allow this standardization process to begin
 

Oher training providers, as well as private sector employers and
practitioners, 
should agree to common standards and job
definitions. Such standardization would assure higher levels of
employment for graduates from a larger number of 
training

centers.
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4.10 Follow-up Studies of Graduates
 

These studies could be helpful

deficiencies in training 

to identify curricula
 
programs and areas
to in which th
employment market is most active, and to avoid saturating othe:
trades. 
This type of activity could be a major contribution fo:


INFOTEP.
 

4.11 Internal and External Efficiency of Training 
Some training centers are reporting very low internal efficiencrates with up to 75% dropouts. External efficiency, as reflecteby Job placement rates, is also very low in some centers. ITcontrast, other centers have very few dropouts and almost 1001job placement rates. It is recommended that further studygiven to the causes of these low and high levels 

be 
of efficiency irthe interest of identifying the key factors for bringing annualretention and job placement rates up to a minimum of 80%.
 

4.12 Suggestions for Meeting Employers Most Training
Critical 

Needs
 

A number of specific programmatic suggestions are prevented torespond to the employment and training demands documented inChapter 3.
 

4.12.1 Maintenance Mechanics
 

The major SEEBAC 
training centers and universities are the
primary sources of new 
technical-industrial 
graduates. The
number of graduates 
 from these institutions appears to be
insufficient to IFZ
meet demand. 
 These centers can increase
their enrollments if they have appropriate resources.
 
The majority of the graduates from these programs 
are well
prepared in basic electricity, electronics, and metal mechanics
and should be able to 
meet a large part of the demand for new
maintenance personnel. 
 New equipment, training modules and
appropriate curricula should be provided however, for meeting the
more advanced industrial maintenance needs such 
as pneumatics,
hydraulics, and machine and electronic control trouble shooting.
Skill upgrading for existing maintenance personnel and mechanics
should also be encouraged. 
 It is probable that many employers
will request a mix of skills 
 in mechanics, electricity,
electronics, pneumatics and hydraulics. 
This will require major
curricular 
changes for institutions 
which will be training
maintenance mechanics. 
 The training program should 
follow a
career ladder with multiple exit points and with the opportunity
to mix various modules from different areas as required.
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Areas which will 
require more speoalized attention are the
repair and maintenance of industrial apparel machinery. 
 It is
recommended that an expatriate training program be sought for
local instructors who would continue to offer this training
locally at 
at least one major vocational training center. This
will also require equipment investments for the relevant training
center(s). This training should be offered in both the formal
and nonformal modes so that both job entry and skill upgrading
needs can be met.
 

4.12.2 Supervisors and Quality Control
 

All of the universities visited are developing or are prepared to
develop supervisory, quality control, and productivity programs.
Contracting local and international technical assistance should
be considered, as should using local 
instructors as counterpart
trainers for obtaining a multiplier effect.
 

While medium and longer term needs 
should be met by formal
university and extension programs, short-term needs 
can be best
met through skill 
upgrading programs by university extension
 programs. 
 Also, INFOTEP could respond by working with existing
supervisors and recent university 
graduates, who require
additional training. A key for the
factor success of these
programs will be direct private 
sector involvement in defining
competencies Pnd tasks for supervisors, assuring that training
programs have appropriate learning 
resources for mastering tasks
and competencies, and a 
credible system for evaluating

participant performance.
 

4.12.3 Electronics Technicians
 

Currently, the only major sources of well trained electronictechnicians are SEEBAC and university programs. A shortage ofelectronics technicians 
has been projected and increased
enrollments should be encouraged. Demand should be 
 monitored
closely as 
supply increases, and appropriate adjustments should
be made. Again, private seccor involvement in defining training
needs and priorities will be 
a key factor in meeting IFZ and
other private sector needs.
 

Skill upgrading training should be encouraged to meet the short­term demand. SEEBAC, university extension programs, and INFOTEP
contracts with training centers should be able to meet this need
given appropriate resources.
 

4.12.4 Bilingual Secretaries 

Corretent bilingual secretaries are in high demand in mostdeu,.oping 
nations. The investment for providing quality
training in this area is considerably less than those required
in many other technical 
programs. Proprietary schools,
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universities, and possibly SEEBAC could provide quality programs.
Two strategies are recommended: 

programs 	 (a) strengthening existingwith 	 instructor, curriculumand (2) encouraging higher enrollments 

and equipment upgrading,
by publicizing supply
shortages and attractive wages.
 

4.12.5 
 Computing id Programing 

This dl'and must be more specifically defined by employers. It is
doubtful that there is 
an exceptionally high demand for computer
programmers but rather for word and data processing, or possibly
computer maintenance and repair personnel.
 
If the demand is for competent computer users, 
this 	could be
covered by proprietary schools 
 and equipping politechnical
institutions. 
 Loans offered by FUNDAPEC in this 
area could be
very helpful for covering equipment and training costs providing
the economic return=- on 
investments 
will 	be attractive
trainees. 	 for
If the demand is for maintenance and repair personnel,
some proprietary schools, universities and SEEBAC programs should
be able to meet the 
demands in this 
area, given appropxiate
resources. 
 INFOTEP should be encouraged to contract training in
this area from existing programs 
in order to avoid duplicate

programs.
 

4.12.6 Machine Operators
 

It appears that the major demand in this area
industry. Many existing training centers 
is in the apparel


(SEEBAC, proprietary,
nonprofit, and Armed Forces schools) could help fill this demand
with appropriate industrial equipment,
techniques (manual dexterity 	
student selection


tests), standardized training
curricula, and credible eva.luations of graduates. 
 INFOUP also
plans to implement two mobile training centers which can travel
to IFZs for meeting both job entry level and skill 
upgrading
training needs.
 

However, if the productivity levels 
of graduatcs of training
programs are not currently acceptable, contraejted 
expatriate
training, with the participation of local trainer counterparts,
should be encouraged. Similarly, some 
firms 	may wish to train
their 	own perionnel. The same 
strategy is recommended for in­plant programs funded 
through FUNDAPEC. INFOTEP should
reconsider its policy 	 also
 on payroll tax deductions for in-plant
training initiatives.
 

4.13 Brokering Tra.-uing
 

Someone 
must 	accept the responsibility for brokering training,
e.g. 	arranging contacts between clients seeking training and the
credible suppiiers of training.
most 	
Experience in other
 

68
 



countries 
has shown that neither the private sector 
nor
individual training institutions are prepared to deal with many
of the issues related to defining training needs, selecting the
best training source, and then contracting the training based on
measurable, pre-established training objectives 
and performance

levels.
 

While training institutions 
should be expected to market their
training under contracts to the private sector, and nearly all of
the institutions visited expressed interest in this concept, this
is 
not an area easily mastered by educators. It often requires a
third party, who can mediate differences and help protect both

parties.
 

FUNDAPEC may be a logical choice to assume a leadership role in
this area because 
it will 	be in the best interest of the
institution to assure that rational loans are made to clients and
that clients receive the training they require.
institutions could also help fill 	
Many other


this need but if funding for
training I 
 is to come from FUNDAPEC, it would seem that this
institution would be the 
most logical choice. It 
is also
recommended that FUNDAPEC and INFOTEP 
share information on
contracted training programs.
 

4.14 Conclusions
 

The preceding discussion of the various topics 
in this Chapter
included many specific suggestions for program and institutional
improvement. 
 In summary, this 
section presents three
overarching conclusions and additional recommendations.
 
4.14.1 	 Training Resources and Alternatives for Meeting
Tr1aining Needs for Industrial Free Zone Firms
 
The Domnican Republic possesses 
a vide range of technical
training resources which are being
not used to maximum
potential. While it was difficult to evaluate the internal and
external efficiency 
of each 	of these institutions within the
limited time available for this study, 
it is evident that the
majority of the institutions visited are meeting important human
resource 	dev'alopment reeds 
and P significant number of these
institutions are recording excellent retention/completion and job
placement 	rates.
 

Each of the institutions visited expressed interest in providing
training for IFZ firms through contractual or other arrangements.
Given the variety of training institutions, resources and
capabilities, it is recommended that these existing institutions
be used as the primary sources of IFZ training for both Job entry
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level and skill 
upgrading, rather than constructing additional
training facilities within IFZs or relying on expatriate quick­start training programs.
 

There will, however, be areas in which existing institutions will
not be able to meet IFZ training needs due to lack of equipment,
experience, or instructors. 
 in these cases, it is recommended
that funding be provided 
for: (1) the institutional
strengthening of existing institutions whenever possible; and (2)
the contracting of international quick-start and industry
specific training resources with the 
use of local counterpart
trainers to assure a multiplier effect.
 

4.14.2 
 Defining Training Needs and Priorities
 
Very few private sector or training institutions have developed
formal mechanisms 
 for clearly defining training needs and
priorities, particularly for meeting industry specific training
needs. The 
IFZ survey indicates a number of 
high priority
training needs (supervisors, machine operators, industrial
maintenance personnel, 
bilingual secretaries, and electronics
technicians). But training institutions often mentioned that the
private sector has not clearly communicated its needs. There is
evidence that some work has been done in this area on a local or
regional level, 
 through direct contacts between training
institutions and privatethe sector, with training institutionsnormally initiating these contacts. However, 
a national level
system should be established for clearly defining training needs,
training outcomes, and resources for financing such training.
 
INFOTEP is currently contracting existing training centers
(Instituto Politecnico Loyola) provide
to training services.
This is an excellent 
use of INFOTEP funding which avoids
duplication 
of efforts and increases cost-effectiveness. Using
existing training resources, including INFOTEP's two mobile
training units, should be encouraged.
 

FUNDAPEC also expects to have IDB 
financing available for IFZ
firms to contract industry-specific training. 
Special attention
should be given to assure that 
the project design contains
appropriate mechanisms for defining training needs and expected
outcomes, 
in explicit and measurable 
terms, with payment for
contracted training based 
on the er'tcnt to which training
objectives 
are met. Industry specific training needs analyses
and the DACUM system24 have been used 
in other countries with
 

24For further information on DACUM 
and 1 week training
programs for facilitator 
for using the system, contact Dr.
Norton, National Center for Vocational Education, Ohio State

University.
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good results and are the strategies recommended for definingtraining needs and expected outcowes.
 
Since 
FUNDAPEC will be providing the capital for training loans,
it will be in its own interest to assure that training needs and
payment for training 
are clearly deflned.accomplished This can be
by using its own 
staff or sub-contracting
assistance from other local institutions and/or individuals.
 
4.14.3 Standardization 
and Quality Control 
in Vocational
 

Training 
There are many ways in which ntandardization and quality control
of training could be accomplished but it could be very difficult
to place all institutions 

Vocational-technical training 

under one single authority.

in the Dominican Republic
conducted by one is not
institution or dependency, but by a wide range
of institutions. 
 Similarly, there are many different government
and private sector institutions which make decisions on training
content and in establishing "acceptable" performance standards in
trades.
 

Many different types 
of institutions 
are provide training for
people with different needs, capabilities and backgrounds. 
 These
variations in curricular emphasis and modes of delivery are very
important 
for providing alternative training options
different sectors for
of society. Nevertheless, teaching technical
skills in any 
trade or professional 
area should based
be on
clearly defined trade tasks and skills which have been validated
by the private sector and practitioners. These competencies and
tasks then form the career ladder of the trade or profession.
 
A career ladder of this type should have numerous ekit points so
that a trainee from virtually any socioeconomic level
advantage can take
of training opportunities, 
at various times during
his/her career and based on individual needs and capabilities.
 
If the private sector and training institutions could agree
the content and structure of these career 

on
 
trades, ladders for m-jor
there could be several 
 important advantages. Oor
example:
 

1. The internal efficiency of training could 
be improved
(reducing dropout rates) because students would not have to
enroll 
in longer training programs and would have various
exit points for obtaining employment.
 
2. Because 
the exit points of the career ladder 
must meet
acceptable performance standards, defined and agreed upon by
the private sector and training institutions, job placement
rates 
 (the external (fficiency of training) could 
be
improved.
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3. 	 If the nation's training institutions were to use the samecareer ladder, a participant from one of the Armed Forcescenters or a nonprofit training center could receive justenough training for 
obtaining employment, exit at a low
level, obtain employment and later continue his/her studies
in a technical high school, private institute, INFOTEP, or
university programs without losing credit 
for 	previously

mastered abilities.
 

4. 	Once a system is established, it could also be used as the
basis for a national trade certification system, which could
provide 
more formal quality controls on training. In
addition, 
it could give workers credit for skills and
abilities learned on the 
job 	and through other forms of
informal training, thereby increasing economic mobility and
permitting more appropriate access 
to a wider range of

training programs.
 

It is recommended that consideration be given to
standardizing 
training content for improving the cost­effectiveness, 
and 	internal and 
external efficiency of

training.
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CHAPTER 5
 
RESULTS OF THE FOCUS GROUPS
 

5.1. 	 Objectives and Importance of the Focus Groups
 

There 
were 	-four primary objectives of the focus groups: 

o 	 Verify, clarify augmentand the results of the demand' 
and supply side analyses;
 

o 	 Provide feedback to key private sector leaders and IFZ
administrators on the results of the study;
 

o 
 Identify discrete, positive initiatives to be taken by
private sector leaders to address training needs; and
 
o 
 Increase private sector involvement and commitment to
participate in efforts to upgrade the 
skills of the


labor force
 

The group discussions centered around two key questions: 1) What
are 
the most urgent training needs?, and 2) What are 
the must
feasible alternatives for meeting these needs? 
 In addition, the
group in Herrera Industrial Park discussed the issue of linkages
between the local economy and the IFZ firms.
 

5.2 	 Format of the Focus Groups
 

Four 	focus groups were conducted during the week of April 4 
- 9.
The IFZs were grouped together by region due to time constraints
and in order to encourage regional cooperation in addressing the
specific training issues. 
Although the exact composition of each
group differed, an attempt 
was 	made to involve both
administrators and company managers, as 	
IFZ
 

well 	as representatives
of USAID and the Investment Promotion Council 
 (IPC). In
addition, a representative 
of Fundacion APEC (FUNDAPEC) was
invited to participate as 

to 	

an observer in the sessions, in order
enhance coordination 
with 
the 	upcoming InterAmerican
Development 
Bank human resource development project which
FUNDAPEC will be implementing.
 

The sessions were structured to include: 
1) a presentation of the
key findings from each of the supply and demand assessments, and
2) 	an open 
discussion aimed at identifying specific
recommendations. 
 The sessions averaged two to three hours. 
 (For
additional informatioia on the focus group technique, see Appendix

F.)
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5.3 Rea;alts of the Focus Groups
 

In general, the results of the survey were validated by th' focuigroup participants. Additions and 
corrections 
have !.eer
incorporated into Chapter 3. The following chart highlights chimajor recommendations put forth by each of the focus groups.summary of the key issues and recommendations discussed by eact 
I 

of the groups follows. 

TABLE 5-1
SUNNARY OF PROPOSED ACTIONS FOR MEETING TRAINING NEEDS 
LoainRecommendation
 

Santiago 
 Upgrade in-plant training through coordinated
La Vega 
 efforts at the zone level, via a committee
Puerto Plata 
 consisting of members of the Association of

Industries and the Administration.
 

Upgrade the quality of training institutions

through creation of 
a regional coe'dinating

committee, composed of representatives of the
Associations 
of Industries and

Administrations 
of the 3 IF&s, and the
Industrial Textile 
Association of Cibao
 
(ASINTEX)
 

San Pedro 
 Improve and tailor training institutions,
 
programs to 
ZFZ needs through: 1) inviting

instructors to conduct on-site 
observations
of manufacturing facillties; 
and 2) lending

technical 
porsonnel and/or supervisors to
training institutions to work 
on curriculum

developmeilt, 
course content and practical

training experience.
 

San Isidro 
 Take the lead in initiating improved
Itabo communication and cooperation between INFOTEP
Bani and the IFZs through sponsorship of a round
 
table discussion. 
 The event could be
organized by the Personnel 
and Recruitment
Offices of the Itabo and San Isidro IFZs.
 

Prepare an Annual Report on Trainin- Needin
 

Herrera 
 Form an alliance with labor representatives
 
on the Board of Directors of INFOTEP in an
effort to improve training and make INFOTEP
 more responsive to private sector needs.
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5.3.1. Santiago, Puerto Plata, La Vega IFZs
 

This 	group included representatives of the Administrations of the
Santiago and Puerto Plata IFZs, company managers from the three
IFZs, staff the
of Industrial 
Textile Association of
(A.SNTEX)25 , and representatives of Universidad 
Cibao


the 
 Catolica
Madre y Maestra (UCMM), FUNDAPEC and USAID/HRD.
 

This group was one 
of the most interested and dynamic groups,
evidenced by a 
lengthy, four-hour session. 
 The 	participants
showed an in-depth understanding of the current and future
training problems and identified several concrete 
steps which
must 	be taken to meet these training needs.
 
There is a strong concern regarding the availability of both
unskilled and trained labor for the IFZs, especially in light of
the new La Vega IFZ and the 
Santiago II expansion. Training
needs were categorized by immediate needs and medium/longer term
needs, and by three skill levels: operators and quality control;
technicians and supervisors; 	 and
and 	managerial, professional

administrative staff.
 

The key points regarding immediate training needs be
summarized as follows: 
can 


o 	 The consensus was to upgrade in-plant training capacity
and/or establish an 
in-zone training center. The
choice would vary by the size of the firm and by the
level of training. Smaller 
firms will most likely
prefer an 
in-zone training center to take advantage of
economies of scale and lower training costs.26 
 In­zone 	training centers will also be more appropriate for
training skilled labor, with operators being trained

in-plant.
 

o 	 The participants expressed a need for 
 technical
assistance, including 
instructors and training
programs. Th' 
 proposed that training be conducted by
existing vo-.tach schools or by consultants from the
 

25 ASINTEX is a regional association which includes both IFZ
 
and non-IFZ apparel and teztile firms.
 

23 For example, one participant from Santiago employs
approximately 2,000 persons in his plants; which is 
more 	than the
entire Puerto Plata IFZ. 
 Fe curren~tly has plans to establish a
separate training area 
in one of his plants, a strategy which
would not be feasible for most smaller cperations.
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International Executive Service Corps (IESC), and
funded by the users. Such training would not only meet
immediate labor needs, but also enhance future supply

through a multiplier effect.
 

o 
 These training programs would be organized at the zone

level, by a coordinating committee consisting of
members of the Association (s) of Industries and the
IFZ Administrations. The IFZ Administrations would be
responsible for providing the physical space for an in­
zone training center. Such space currently exists in
both Puerto Plata and La Vega, and the Administration

in Santiago is amenable to this recommendation.
 

In order to meet medium and longer term training needs, the group
proposed taking steps tn upgrade the training institutions. They
have a good relationst -p with existing institutions in the area
and expressed a willingness to cooperate with them.
 

In order to enhance cooperation with the training institutions,
the 	establishment of a regional coordinating 
committee was
proposed. It would 
include representatives rf the IFZ
Administrations and Associations of Industries of the 
 IFZs, and
ASINTEX. 'lis committee would serve as 
a link between the IFZs
and the training institutions, collect and communicate specific
training needs to the training institutions, and work with the
institutions to improve curriculum to bettor meet the needs of
 
the IFZ firms.
 

Aside from this coordination/linkage funcrtion, three additional

tasks for the committee were discussed:
 

o 	 Conduct (or contract) a study of available training

resources and prigrams available worldwide;
 

o 	 Conduct a study of available national training

resources, including the collection of 
catalogs and
 
course curriculum; and
 

o 	 Estiblish a centralized location for audio visual
equipment and other 
training resources (ASINTEX

volunteered to act in this role).
 

5.3.2. San Pedro de Macoris, La Romana IFZs
 

This 	Focus Group included a large number of company managers from
San Pedro, representatives of the Astsociation of Industries of
the San Pedro 
de Macoris IFZ, staff and consultants from the
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Industrial Development Corporation (CFI)27
 , and representativeE
from Universidad Central del Este (UCE), FUNDAPEC and USAID/HRD.
Due to the national strike on April 7, representatives from the
La Romana IFZ were unable to attend.
 

This group was largest and most diverse of the
Several focus groups.
significant training 
needs 
and ideas were discussed.
Because of the limited time, not all suggestions could be fully
explored. 
 The major issues discussed are summarized in
following paragraphs. 
the
 

Generally, the participants expressed a great 
deal of concern
over the issue of future training needs and options for meeting
these needs. They are specifically concerned 
about future
regional labor shortages, 
given the development of new IFZ
projects in San Pedro (Chemtech), La Romana (La Romana II), 
Hato
Rey, Higuey and El Seybo. The San Pedro IFZ 
Association is
estimating a demand 
for 5,000 - 7,00 new operators alone in1988.
 

Partially influenced by the
the 

public ownership and management ofIFZ, the companies have 
a very strong desire to
training. cont
All 12 firms present at the focus group expressed an
interest in establishing a training center in the zone, and the
zone adminstration 
(CFI) expressed a willingness to donate land
and build the training center. 
In order of preference, they want
training:
 

o In-plant;
 
o In the IFZ; and
 o In technical schools 
located 
near the zone, with
companies making direct payments to the schools
 

The CFI is familiar with and has already laid the groundwork for
in zone training through programs in La Vega. 
 They reportedly
have established a training center 
in La Vega with assistance
from INFOTEP (instructors), 
IFZ firms (machinery and equipment)
and the local government 
(use of the sports stadium). Basic
sewing skills were taught to approximately 300 trainees during a
three-week period. 
 No payments were made to the trainees. CFIworked with Dominican Customs to asolva series of problems
relating to movement of workers, machinery and materials from the
IFZ to the training center.
 

27 CFI owns and manages the IFZs in San Pedro de Macoria and
 
La Vega.
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CFI representatives also reported piloting 3-month long in-plant
training programs in La Vega IFZ which are also being coordinated
with INFOTEP. 
 In the case of 
in-plant training, trainees
paid RD$250/month. However, it aremust be emphasized that what has
worked in La Vega is not necessarily appropriate for San Pedro.
La Vega is 
a new IFZ and much smaller than San Pedro.
 
Unlike the IFZs in the Cibao region, the San Pedro participants
expressed reservations 
about

institutions. working with existing training
Two key observations from the session were that:
 

o There 
are strong negative feelings towards 
some
training institutions, in particular INFOTEP and UCE,
and little evidence of interest in working with them.
Only 4 of the 12 firms present expressed a willingness
to work with existing training institutions.
 
o A representative fiom the Technical Training Center 
:t
UCE stated that 
there is a 
lack of communication
between the 
Center 
and the firms, and lack of
a
interest 
on the part of thq firms to work with the
Center. 
The Center has made an investment in machinery
and equipment for zone-related training and would like
feedback from the firms on current training programs to
take advantage of this investment.
 

Therefore, because 
of 
the lack of communication
negative feelings which and strong
exist between
institutions, there the IFZ and these
is the need for 
a neutral mediator.
will be a necessary step if Thisthe two groups are
the development of to cooperate in
an in-zone training center 
or other viable
tralning options linking training options and training providers.
 
Two of the specific recommendations offered 
by the group for
improving and tailoring training from outside institutions to IFZ
needs 
were: 1) to invite instructors to factories to observeduring a month-long period; 2) to loan technical personnel and/or
supervisors 
to institutions 
to work on 
curriculum development,
course content and practical training.
 

5.3.3. San Isidro, Itabo, 'rniIFZs
 
This group included represen, 
 .Lvesof the Administrations of the
Bani, San Isidro and Itabo IFL-_ (including Personnel Directors),company managers from San Isidro and Itabo, and representatives
of FUNAPEC and USAID/HRD.
 
These are all new IFZs, 
with the San Isidro and Itabo zones
catering to higher-end, non-sewing industries such as electronics
assembly and information services. 
 Both of these factors have
and will continue to dictate the training needs of the zones, and
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influenced focus group participants recommendations for meetingtraining needs. The participants were 	 very concerned about thefuture training needs of the country's IFZs and were committed to
developing a plan of action to 
follow through on the rcsults of

the focus group.
 

None 	of the participants 
stressed immediate critical needs for
operators, due to the fact that the zones are new and firms have
been able to choose the "cream of the crop" from the labor pool.
The administration in Bani 
is encouraging companias
workers from the Bani 	 to employ
area 
rather than "importing" workers from
the 	capital. Although 
not 	critical, Bani does 
need: 1)
personnel managers, 2) bilingual secretaries, and 3) technical
personnel. There is also a need for more working capital.
 
Both 	the San Isidro and Itabo IFZs 
have 	had some
recruitment of technical 3taff and 	

problem in
 
are concerned about
bottlenecks 	 future
for more highly skilled labor. 
 Theo zones are
targeted to more sophisticated operations and w!ll be competing
with at least 4 new zones under development in the Santo Domingo
area 	for 
a limited pool of technicians and administrative and
managerial staff28
 .
 

The recruitment process in these 3 zones has been faciliatc
the zone Administrations, by
which provide varying levels of
assistance in recruitment and personnel issues 
(see 	Appendix D
for further details on recruitment programs in the zones).
high 	productivity levels The
of Dominican workers was
several times during 	 highlighted
the session, and confirmed with specific
examples 
from the firms present, as well as 
second-hand

testimonies.
 

The participants recognized the need to improve training in the
country to avoid major bottlenecks in the medium and longer term.
In response the group suggested:
 

o 	 Critinued use of in-zone training centers;
o 	 ..creasing the institutional capacity 
 of selected

institutions;
 

o 
 Improving the general quality of education;

o 	 National level planning;
o 	 Identification of an institution to serve as a
link between the IFZs and training institutionsy and
0 	 Taking the lead 
in serving as catalystz to improve
cooperation between the IFZs and INFOTEP.
 

28 These new zones under development include: 
Las Americas,
Villa Hella, Hainamosa and an currently unnamed project being
developed near San Isidro
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Both San Isidro and Itabo have buildings designated for training
within the withzone, firms providing their equipmentinstructors. own andThe Administration in Bani is working with INFOTEP
in the design of an in-zone training center and has discussed the
use of mobile training units with a private group.
 
All three zones are satisfied with the gruality of personnel from
Loyola, the Armed 
Forces schools 

ant and ITESA. However, theis insufficient. 

there 

Assuming physical space is available,
is a to
need inc-ease the institutional capacity
(instructors, materials) of tiese institutions.
 

The Itabo IFZ 
(through an Association of Industries which 
is
under formation) plans to work with churches, technical schools
and secondary schools in Los Minas to improve curriculum and the
quality of instruction.
 

The participants identified a need for strategic planning at the
national level, and for an organization to analyze and coordinate
the supply of and demand for training programs. They feel this
job should =pt be given to 

will 

the Dominican government, where it
be subject to political whims. This
there is a need for 
group also believes
 an institution which 
can serve 
as a 6ink
between the IFZs and the training institutions, They recommended
that the National Council 
of Free Zones (CNZF) serve in this


rale.
 

Armed with 
hard facts on the needs 
of the zones, such as an
Annual Report on Traning
believe that the 

Needs in the IFZs, the participantsCNZF could exert pressure on INFOTEP to becomemore responsive theto IFZ's needs. They also recognize that asthe IFZs that currently pay the INFOTEP tax, they must take the
lead role in promoting greater cooperation with the institutions.
 
There is a catch-22 situation with increasing cooperation between
INFOTEP and the IFZs. 
 Some TFs do not pay the INFOTEP tax and
will not pay it until INFOTEP proves that 
it can provide them
with services they can use. 
 On the other hand, INFOTEP will not
provide services to IFZs 
that are not contributing to their
budget. Therefore, there is a lead role for the IFZs that do pay
the tax to cooperate with 
INFOTEP on an individual basis to
upgrade and improve programs. If these 
zones can develop some
showcase programs, there is a greater chance that other IFZs may

follow.
 

Cnve ;he training needs 
are communicated 
to the institutions,
they should be interested in responding to market needs.
financial Lack of
resources to expand and/or upgrade programs will likely
be a constraint 
and could be partially addressed through 
the
InterAmerican Development Bank project and/or scholarships 
from

IFZ companies.
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A round table discussion with INFOTEP, to be spearheaded byPersonnel theand Recruitment Directors from IsidroSan and Itabo,was suggested and is planned.
 

5.3.4. 
 Herrera Industrial Park
 

Participants in this focus group includedofficers and company maagers,staff of the Association of Industries of Herrera
(AIHE), 
 and' representatives 
of USAID/HRD, 
the Investment
Promotion Council 
(IPC), and FUNAPEC.
 
This group focused 
on the twin issues of training needs and
linkages between the local economy and the IFZ operations. 
 In
regard to trainin -needs, the following key points were made by
the participants:
 

o 
 They feel that their role 
is the identification and
communication 
of training needs 
to training
institutions, 
 and not 
 the actual development and
implementation of training programs.
 
o The participants expressed 
a willingness to work with
existing training institutions such as INFOTEP to meet
their training needs. 
They acknowledged that they have
been passive to date in expressing their training needs
and concerns 
to INFOTEP 
and other educational
institutions, 


identifying 
and want to be more aggrezsive in
and communicating those needs 
in the
future. 
This could be carried out through AIHE.
 

o 
 The firms prefer training facilities to be located near
or in the industrial park. 
 One constraint to an on­site training center 
is the current shortage
physical space in the park. of

AIHE could take the lead
in promoting the development of a training center.
 

0 There 
is a need to develop communication and
cooperation among the private sector, INFOTEP and other
vo-tech 
schools and the universities. 
 This will
require an institution 
 (s) which can serve
coordinator as a
or 
broker between the private sector and
the schools 
and universities.

carried out on 

This task could be
a country-wide basis, by sector (IFZs,
manufacturers, 
agriculture)29 
 or by geographical

regions.
 

29 For example, the IPC has been playing this role to some
extent for 
new IFZ companies. 
 This is not their "legal role",
but they are simply responding to market needs within the general
scope of investment promotion.
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o 	 Participants spoke against the creation of any new

institutions which would duplicate the "legal" role of
present institutions. 
There was a strong feeling among
the 	participants 
that current Dominican law accords
coordination of al training programs to INFOTEP.
 

o 	 There is a unique opportunity at the present time forthe 	 private sector to form an alliance with laborrepresentatives 3 0 on the Board of INFOTEP, in an effortto improve training and make it more responsive toprivate sector needs. Improved training is in the best
interests of both labor and private sector leaders, and
current labor representatives are amendable 
to
cooperation with the private sector.
 

With 	respect to linkages with the IFZs, the members of the groupconfirmed that opportunities exist, and are increasing given the
phenomenal growth occurring in the IFZs. 
 The key points of the

discussion were:
 

o 
 There is a need to identify the opportunities

further linkages between 	

for
 
local manufacturers and the
IFZs. A Commission has been established to carry out
this 	task. 
The IPC and AIHE are currently conducting a
comprehensive study of installed/excess capacity among
firms in Herrera and Haina Industrial Parks to identify


specific opportunities.
 

o 	 Once opportunities have been identified, there will be
 a need for an institution/organization which can act as
 a broker between the IFZs and the local firms. 
The IPC
is just starting to play this role. 
 In addition to the
installed capacity study, the 
IPC 	is conducting a
review of industrial activities the with
in IFZs
greater potential linkages to the local economy. 
Part
of the strategic plan for IFZ development will be to
give priority to those industries using a higher
percentage of raw
local materials and intermediate
 
goods.
 

o 	 Current industrial policy does not 
promote trade
between local firms 
and the IFZs. Legal and policy
changes are needed. The current legal 
 framework

regulating the IFZs makes it 
more 	costly for IFZ firms
to buy local raw materials than to import them due to
tariff levels.
 

30 These "labor representatives" are not to be confused with
labor union leaders. According to participants they are two
distinct groups.
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o There is also an unnecessary bureaucracy surrounding
"exports" from the local economy to the IFZs. At thepresent time, 
sales to the IFZs are approved on a
case-by-case basis by Customs and problems have &risen
in interpretation. There is 
a need to create a
specific streamlined mechanism to regulatb these
exports if linkages are to be increased to any

significant degree.
 

5.4 Conclusions
 

In conclusion, the Focus. Groups 
served to stimulate private
sector managers and IFZ administrators to become more proactive
and responsible for the training needs they are facing. All of
the groups (with the exception of San 
Pedro) made significant
decJarations or commitments to initiate steps to bring about more
effective linkages with training providers. In some instances,
specific committees or round tables were designated.
 

The private 
sector leaders expressed considerable interest in
obtaining additional information on what training resources were
available 'inside and outside the country. 
Their requests ranged
from information on 
specific training materials, to nodels used
 
in other countries where national 
or IFZ training centers have
been successful.
 

It was clear from the focus groups that technical assistance is
needed to facilitate the linkages between the 
 IFZs,
vouational/technical schools and the universities.
 

The opportunity to reflect and discuss the results 
with
colieagues seemed to be 
a valuable experience for most
participants in that it made them more aware of and informed
about the importance of tracking training costs, and 
 the need
to communicate their specific needs to training institutions. In
some instances it was apparent that for m3aningful interaction to
occur 
between employers and representatives from training
institutions on a regular basis, some neutral coordinating system

would have to be ostablished.
 

The public and private sector participants in the focus groups
were extremely appreciative of the opportunity to receive
feedback on the results of the study. 
In two of the groups, the
team was asked to provide additional information from the results
of the survey which could be used byv 
the participants to move
ahead with a specific plan of action.
 

83
 



CHAPTER 6

CONCLUSXONS AND RECON3M2DATIONS
 

6.1 Demand Analysis
 

A number of major conclusions can be drawncomponents of study. from the threethe Demand analysis conclusions by topic
areas are:
 

Real Growth in Jobs
 

o Of the 136 firms surveyed, almost 80 percent are projectingsizeable increases in employment (14,404 new jobs) by theend of 1988. Most of the demand is in the IFZs with 13,432new jobs to be created. The most crucial demands are forsemi and unskilled workers, and technicians respectively.Conservative estimates indicate that current 
IFZ companies
alone could create close to 21,000 new jobs in 1988. 
 If
potential employment from new investors is factored in, IFZ
employment could exceed 100,000 by the end of 1988. 
This is
consistent with IPC projections.
 

Critical Shortage of Skilled ]abor
 
o 
 Nearly 80 percent of managers surveyed rated lack of skilled
labor as the most critical factor affecting the growth andproductivity of their operation. 
 Given the rapid growth of
IFZs, this 
issue will definitely become more 
critical for
investment promotion and 
for maintaining the productivity
levels and quality of existing firms.
 

Training Needs
 

Most firms, regardless of activity, size
o or location, are
face serious training 
needs in major areas: supervisors
(particularly ones with strong human relations skills, and
quality control and production management experience); andindustrial mechanics (especially experienced maintenance
mechanics who can repair industrial equipment). This needis particularly critical for apparel firms because of thefrequent machine adjustments necessary for keeping up withchanges in the fashion industry. Also, apparel managers
feel that no one 
in the country currently has training
programs to meet their specific needs.
 
Electro-mechanics and competent industrial electricians arealso difficult to find. Most firms fear the supply has beenexhausted and with the number of IFZs' potentially doublingin the next two years, this is particularly serious.
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Bilingual secretaries 
are in high demand and sometimes
receive salaries higher than industrial engineers working as

production managers.
 

Among the apparel industries, 
there is a great demand for
operators with basic skills in operating industrial sewing
machines. 
A pool of workers with this basic training would
reduce training costs, delays in production, and damage to
equipment. Some employers encourage operators to seek work
in newer 
zones, to get "trained" on newer machines. They
promise the worker a guaranteed promotion and/or pay raise

when they return.
 

o 
 The highest turnover rates of the firms surveyed is among
semi-skilled workers. 
 Employee turnover becomes more of a
problem as 
firms grow in size, and is more widespread among
the apparel and shoe industries. This is particularly true
in apparel, given the lack of training programs mentioned
above. Employee turnover is of greater concern to managers
in Bani, Herrera and Santiago, followed by Puerto Plata, La
Romana and San Pedro. However, turnover by skill category
turnover by skill category varies from zone to zone.
 

Labor and Education
 

o Employers prefer to hire workers who have a formal education

(at least eight years of schooling) even if the job does not
require it. Generally, managers pleased
are with the
literacy skills of tb 
 labor force. A number of companies
provided specific examples of how quickly Dominicans learn

technical skills on the job.
 

When it comes to attitudes on the job, however, managers
point out that workers are lacking in industrial discipline,

initiative and general problem solving ability. 
 In their
opinion, this is due to deficiencies in the basic education
 
system.
 

Employers most prefer to hire graduates from: 
 the Loyola
Politechnical Institute (Jesuit), the 
Salesian Technical
H.S., and the Vocational/technical school of the Armed
Forces. 
All were noted tor their discipline and sound basic
technical training. The Jesuits seem to do best
electronics and electricity, the Salesians train 
in
 

general

industrial mechanics.
 

Methods for Training
 

o Most firms conduct their training informally on the job.
many instances the instructors are the general managers and 
In 

supervisors. About percent
30 of the f'rms have a
combination of formal and informal programs. Instructors 
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are brought in intermittently from the U.S., Puerto Rico and
Far East. Managers complain that their current methods are
too costly, time consuming and ineffective.
 
If current 
trends persist, a large percentage of new
investors to the IFZ in the Dominican Republic will continue
to bu in the apparel industry. The lack 
of available
workers in this sector coupled with the lack of appropriate
training resources 
to meet the demand, could seriously
inhibit the growth of investment and jeopardize
prosperity and stability of existing firms in the IFZ. 

the
 

Preferences for Meeting Future Training Needs
 

o The majority of managers surveyed would prefer to upgradethe current level of 
in-plant training, develop in-zone
training centers and work 
with existing training
institutions, respectively. The exception is the electronics
sector, which strongly favors 
working with existing
vocational/technical schools. 
 Most (90%) managers believe
training should be financed with 
a mix of public/private
resourceFs, 
or through totally private means. Close to 75
percent 
af firms prefer to finance training through direct
payments to training institutions.
 

Training Assistance Needed
 

o 
 Most firms are willing to pay for quality training services.
Employers are also willing to provide the equipment, and in
many cases, the facilities. Types of assistance 
needed
include: instructors, curriculum development, printed and
audio visual training materials, and assistance in
identifying training needs and priorities.
 

Backward Linkages
 

o 
 The survey shows that few linkages exist between the local
economy and IFZs. Integration will require: 
 1) identifying
and matching IFZ firm needs with local producers; and 2) an
organization or system to act as brokering agent to identify
and facilitate linkages. Further 
study is needed to
determine what changes 
are needed in current industrial and
government policies and bureaucracy to promote such trade.
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6.2 	Supply Side Analysis
 

The seven major conclusions of the supply analysis were:
 
o 
 The Dominican Republic possesses a wide range of technical
training resources which are not being used to their maximum
potential. No additional training centers may be necessary
since there are sufficient physical facilities in-country.
 

o 	 Institutions, however, need substantial equipment upgrading
and instructor training to meet many of the training needs
in demand by the IFZs, i.e. supervision, electro-mechanics,
industrial apparel mechanics, 
 industrial maintenance,

electronics, and machine operators.
 

o 	 Few public or sector
private training institutions have
developed formal mechanisms to define training needs

priorities for responding to industry demands.	 

and
 

o 
 There is a lack of consistency and standardization of job
titles and certification requirements.
 

o 
 There is great variation in training content and lack of a
core curriculum. Major 
jobs should be standardized
according to a uniform job classification system so 
as to
provide increased socioeconomic mobility within a trade or
related trades.
 

o 	 There lack
is a of 
regional and national direction in
vocational/technical education.
 

o 	 The relationship between the vocational training system and
the employment market is weak. 
There is a serious lack of
communication and coordination between 
training providers

and users.
 

G.3 	 Focus Groups
 

In terms of qualitative information gathered through the focus
 groups, the key point were:
 

Need for Technical Assistance
 

o 
 Employers lack knowledge regarding: (1)how to define their
exact training needs, (2) where to look in order to obtain
adequate training services, and (3)the role they could play

in guiding training.
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Information Needs
 

o 	 The private sector leaders expressed considerable interestin obtaining additional information on what trainingresources wero available inside and 
outside the country.
Their raquests ranged from information on specific training
materials, to models used in other countries where national
or IFZ training centers have been successful. At present,
there is no information system available to keep users
training services appraised on 
of
 

a timely basis of training

opportunities and resources.
 

Private Sector Action Planned
 

o 
 The focus groups served to stimulate private sector managers
and IFZ administrators to become more 
proactive and
responsible for the labor problems they are all facing. 
All
of the groups made significant declarations or commitments
(with the exception of San Pedro) to initiate steps to bring
about more effective linkages with training providers. In
some instances, specific committees or 
round tables were

designated.
 

Training Needs and Solutions
 

o 
 Training needs as well as the solutions to training problems
varied by location due to the composition of firms in the
 zone, regional priorities and 
stage of development of the
zone. Interventions will 
have to be responsive to such

differences to be effective.
 

Backward Linkages
 

o 	 There is a need to 
identify the opportunities for further
linkages between local 
manufacturers and IFZs.
the The
study of excess capacity in Herrera and 
Haina Industrial
Parks currently being conducted by IPC and AIHE will provide
a good starting place. Once opportunities have been
identified, there will a
be need for an
institution/organization which 
can act as a broker between
the 	IFZs 
and the local firms. Current industrial policy
does not 
promote trade between 
local firms and the IFZs.
Legal and policy changes are needed. There 
is also an
unnecessary bureaucracy surrounding 
 "exports" from the
local economy to the IFZs. There is a need 
to create a
specific streamlined mechanism to regulate these exports if
linkages are to be increased to any significant degree.
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6.4 Recommendations
 

In order to adequately support the labor demands of existing IFZ
and potential new firms, 
 a number of recommendations 
are
 
proposed.
 

1) Use of Contract Consultants in the Short Term 

Contract consultants should be used in the short term (next 6months), to provide both job entry level 
and skill upgrading
training. Such contract 
services would include the 
proposed
INFOTEP mobile 
training units, instructors 
from other existing
Dominican institutions, and 
use of international resources31
 .
All twelve vocational/technical 
institutions visited expressed
interest in providing training for the IFZ firms through
contractual or other arrangements. 
 If the mobile training units
do not materialize within 
the next three months, temporary
training centers may need to be set up in 
some IFZs, including
Santiago and San Pedro de Macoris.
 

2) 
 UVgrading of Training Institutions in the Mdium/Long Term
 
Existing institutions should be used 
as the primary sour.ce for
training for the medium and longer term (more than 6 months). 
 A
minimum of six months is 
neccessary 
to carry out the upgrading
of staff, revision and development of new curriculum and purchase
of new equipment and 
materials. Considerable upgrading of
instructors, curriculum materials and equipment will be required.
The prospective 
loan from the InterAmerican Development Bank
(IDB) should substantially assist with these needs. 
However, the
IDB loan may only target needs at the technical and supervisory
levels. 
 This study indicates substantial needs of IFZ firms at
the job entry and semi-skilled levels. 
 Even with the IDB loan, a
minimum of six to twelve months will be neccessary to carry out
the upgrading 
of staff, revising and development of new
curriculum and purchase of new equipment and materials.
 

3) Tecluiical Assistance Needed 
to Meet Special IFZ Training
 

Financing and international 
 technical assistance should be
targeted to 
strengthen training institutions, especially in the
more advanced industrial areas of machine and electronic control
trouble shooting, pneumatics and hydralics. 
 In regard to the
information services 
industry, 
one firm recommended that USAID
could assist selected commercial or secretarial schools purchase
computer hardware, thus increasing the "computer literacy" 
of
 

31 Two U.S. resources discussed in the focus groups were the

International 
 Executive Service 
Corps (IESC) and Oxford

Industries training courses.
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graduates, a skill which is currently lacking among many of the
company's recruits (see Appendix C).
 
4) 	 Quick Start Trainina Needed for Industrial Mechanics for the


AMarel Industr-

Funds should be reserved for 
contracing expatriate, industry
specific, quick start training programs in the repair
maintenance of industrial apparel machinery32 

and
 
. Local instructors
should participate as counterparts to be toso as able continueto offer this training, at a minimum, in majorone vocational

training center.
 

5) 	 Unarade SuDervisorv Trainin Throuah Existing Insttutions 
Skill upgrading and university extension programs should be used
to address supervisory training 
needs. Technical assistance,
instructor training, curriculum materials and active involvement
of employers could greatly enhance the quality and quantity ofsuch programs. 

6) Formation of Trade Advisory Committees-in Critical Areas 
Trade Advisory Committees (TAC) focused on specific need areasshould be formed. 
 The TACs could facilitate the upgrading of
training programs, and encourage establishment of formal linkages
between users and providers of training33
 . These TACs could
build on ideas
the discussed 
in the focus groups regarding
regional coordinating committees (Chapter 5.3.1).
 
7) Standardization of Training CurriculU 
Ueed
 
A systemic process for clearly 
defining training 
needs and
specifying the expected results of training programs should be
developed.
 

Core training curriculum content 
should be standardized. 
 This
should be based on a consistent, nationwide system of classifying
job 	titles and compentencies, and should be
consideration 	 given serious
in order to improve the cost effectiveness and
internal and external efficiency of training.
 

32 One such program is that of Oxford Industries. Oxford
Industries has recently expanded 
its in-house training program
for 	mechanics, offering training to 
other firms on a contract
basis.
 

33 TACs are widely used 
in Brazil, Colombia and more
recently, Honduras, through a USAID project
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8) 	 Desianation of an Omnization to Serve as Broker Between 
Users and BupDijers of Trainin-


A neutral, third party organization or institution should be
identified/created to arrange contacts between employers and the
 
most credible suppliers of training. Several existing

organizations were suggested during the various 
focus groups3W

Further study is needed to: 1) 
determine how to improve the

regional 
 and 	national direction of vocational/technical

education, 2) 	 which
evaluate existing institution (s) is

appropriate, or whether a new institution should be created, and

3) design a blueprint, or 
plan of action. If an existing
institution is selected, international technical assistance 
is
recommended in the initial 
stages to assist in developing the
structure and systems necessary for promoting effectivecoordination and cooperation among 
all critical groups.
Experience in other countries has shown that neither private
sector groups nor individual training institutions are generally

prepared to perform all the tasks necessary to be successful.
 

9) 	 UM2rade English Lanauaae Trainina In-Country
 

There is 
a need to study how USAID can assist in upgrading
general and job-specific English language programs in the
country. This 
study pointed out the competition which exists
 among the IFZs, the local export sector, the financial sector and
the tourism industry for quality, bilingual staff.
 

10) 	 Crucial Role of USAID's Continuing Support of Private Sector
 
Leaders and Their Initiatives
 

Immediate action is needed to provide support to focus group
leaders expressing a willingness to work, or the momentum

generated by the study will be lost. 
 One recommendation is to
provide each of the participants with a brief, zone specific

containing survey results, evaluation of 
vocational/technical
 
resources and summaries of the focus groups.
 

In sum, the success of all future immediate and long term

training interventions will depend on:
 

1) 	 directly involving employers on a regular basis to

define technical skill compentencies and expected

training results;
 

2) 	 assuring that training programs have appropriate

learning resources;
 

34 These institutions included INFOTEP, the IPC, the National

Council of Free Zones 
(CNZF), and the Association of Industries
 
of Herrera (AIHE).
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3) establishing and maintaining effective 
coordination
systems, regionally and nationally, to insure that
training providers are meeting 
the fastly growing

demands of the IFZs; and
 

4) developing a credible 
system for evaluating trainees
performance upon completion of their program
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III., SCCPE OF WORK
 
Sample Selection and Met -l,,.: Therepresenta-t sample or large, 

st.y will survey a selected,mediumrepresentativs of the 
and small free trade zones and industry

discussion, a 
major and potential zones. For thecomputerized simulation model will be used 

purpose of
analyze training needs, to identify anddetermine the characteristicsinterventions, of appropriateand assess trainingthe problems encounteredIt is hypothesize that in training F'- eployees.the particular problemstraining will vary of providing firm-basedby size, function, activity and modeparticular firm. Thus, of production of thereccmmendationstransferring instructional technology 

for enhancing training andwill be dependentanalyses, the level and sophistication of production in firm, 
on cost/benefit 

aits market functions and the nature oflevel of economic activity.
 
Through the use of a 
structured survey instrtment,number of critical the study will examineissues related to athe internal efficiencytraining, including: of firm based 

o turnover rates 

o demand/supply 

o techmlogy/labor relationships 

o use of instructional technology 
o qualification and recruitment of workers, and 

o training patterns.
 
The purpose 
 of the data gathering activities willcurrent he: 1) to identifyand proposed training activities and opportunities, past, 

asfor the expansion of training- 2) well as optionsto assessproduced ocational/techncal the demand and current use 
factors instructioa techrlogy; 3) to 

of U.S. 
limiting the growth identify keyand productivityrelates to training; of the various firms asand 4) to develop a it 

aspects of model which amplifiesthe alternative decisions the financialto providing training.team will aralyze the constraints and In addition, thefacilitatingtraining by employers ard factors in the provision of 
technology 

to their use and application of instructionalto meet critical skill shortages. 
Outcomes: The study has been designed to provide the following outputs:


1) A better understanding 
 of the complexity of variousimpacting firm the issueson based training and instituting effective linkagesbetween training and employment, 
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2) 	 The identification of 	 program characteristics essential foraddressing critical training needs; 

3) 	 A listing of essential elements required in structuring effectivetraining programs involving employers,. 
4) 	 The identification of critical training problems and 	 their relation 

to productivity; and
 

5) The identification of viable options 
 for 	 employment based trainingusing existing voc/technical schools, a training facility in the zoneand/or in-plant training by the zone industry; 

a,) An analysis of 	 existing voc/tec institutional capabilities,relevance of training to free trade zone 	 industry labor demands,interest of 	 firms to use the institutions, and potentialinstitutional recuirements, e.g. equipment/ personnel; 

b) An analysis of: 1) the cost benefits in abuilding trainingfacility in the free zone; 2) frequency and preference of usingfree zone industry trairers for in-plant training; and/or 3)frequency, demard and 	 cost/benefit of users' existing 'Vc/tec
institutions to meet FIZ industry needs. 

IV. 	 CUALIFICATICITS 

At least one of the person(s) designated should have experienceDominican free trdde zone organizationat, administrative 	
in 

and 	 personnelrequirements; another with employer based training experience, includingsurvey design, administration and interpretation; a third person withexperience in topics related specifically to women' s involvementparticipation as employees in the 	 and
free 	trade zones, and a fourth host-countryexpert with knowledge of Dminican educational training institutions, theircurrent offerings in relation' to free 	 trade zone training demands as well astheir potential to themeet needs through, for example, additional training,equipment, personnel, etc. 

V. 	 PERIOD OF SERVICES 

The total contract time is 16 weeks - 4 weeks for each member of the four 
person team. Estimated starting date is late 	August or early September 1987. 

/
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Tentative Work Schedule
 

Team Work 2 
 Per DiemComnosition Weeks Workdayss 

U.S. 	 Contractors 3 12 12 x 5 days = 60 30x 3' 90Local Expert 1 4 4 x 5 	days = 20 20 
Totals 4 19 

* 10 days perdiem added for each U.S. contracted person per visit for 3
weekends and a Sunday arrival and Saturday departure. 

VI. 	 RE=IRED REPORTS
 

As 
 stated in the Scope of Work, the Contractor ,will prepare a Report
which, in summary, describes: 

1) The current methods used by the free trade zones to recruit and train 
personnel for emplcyment; 

2) Projected demands for personnel; 

3) An analysis of 	 the options for meeting the training requirements:eisting training institutions, training facilities in the zone, useof U.S.-based indust-y training experts for in-country training; 

4) 	 A discussion of the results of an employer-based training surveyincluding the cost-effectiieness of 	 a trained workforce,macro-economic impact of providing workers free tradetrained for zone 	 expansion, and interest of the free 	 trade zone administrationsto support one, or all of the options for employer-based training; and 
5) Recommendations for strengthening current AID inputs and/or areasfuture intervention through LC or DA 	

for 
resources.
 

This Report will be presented in draft 
5 days before the Contractor is todepart from post in order for the Project Committee to review therecommendations. Feedback from the Committee should be included in 	 theredrafts and a final version is to be submitted within 15 days, 20 days aftercompletion of the in-,country draft report. 

VII. 	 PM 

Payment for 50% of the Contractor services will be processed upon thsatisfactory completion of 	 the draft Report herein described. Final 50%payment will be provided once the final Report has been submitted and aproved
by the USAID Project Committee. 



1. BAC'GROUND: CCNSISTvNT lITH THE USAID/DR STRATEGY
TO EEVELOp AND EXPAND INVEST'IENT AND PRODUCTIVITY IN THE
FREE TRADE ZONES (FTZ), USAID -AS FUNDTD A WOR7" ORDERWITH ISTI FOR AN ENPLOYER-BASYD TRAINING STUDY TO ASSESSTHE TRAINING NEEDS OF THE FI:.MS IN TH7 2TZS. WE WOULDIuF TO EXPAND TiF SCOPT OF THIS EFFORT TO INCLUDE TIONE' AND DISTINCT TASKS IN A COMPLIMENTARY '1OR ORDER
RITH ISTI UNDER IT COTRACT IITH LAC/PSA:
 

- (1) AT THE REQUEST OF TqF INVESTMENT PRCMOTION
COUNCIL, TIE ORIGINAL SAMPLE TO BE SURVE77D SHOULD 33
INCRFASEL BY 35", 
 TO INCLUDE T~OSE DOMINICAN O"INED
EXPORT ORIENTED COIPANXTS OUTSIDE F.13 ZONES OPERATING
UNDER SPECIAL INCENTIVES LAW'69. 
 THESE COMPANIES FCRM A
SUBSTA iTIAL ?ART OF THE EXPORT CAPACITY OF THE DOMINICAJ
MANUFACTURING SECTOR. 
 IN ORDE7R TO TNANCE TEE
COiMPETITIYENESS OF THE SECTOR, IT WILL BE CRITICAL TOTATE INTO ACCOUNT 77E NEEDS OF TH-SE FI.MS IN D"ESIGNI,:G
FUTURF TRAINING PROGRAMS. 
- (2) THE SECOND TAS*: I,VOLVES THE ORIANIZATIO'N ANIFACILITATION OF A SEIES OF -IGHT (8) FOCUS GROUPDISCUSSIONS OR POLICY DIALCGUES TO DISCUSS THE
PRTLIMINART 0UANrITiTIvw FINP!NGS 01' "H 73Y
qURV'Y "ITH
FTZ7 AINIS:RATCRS, FTZ A'D "rA-.F9 vpLOYERS AND OTH'R
EY PRIVATE AND PU3LIC SECT OR RPR-FSETATIVES. TJ
PURFOS2S OF THE FOCUS GROUPS WOULD BE TO:
 

- (A) PROVIDE !IMEDIaTE ?1EDSACC TO TV PRIVATT SECTOR ON
THE RSULTS OF TEZ SURv7Y;
 

- (2 INVOLVE US.ID, PRIVATF SECTOR, "OVT-RNMENT AND
FLUC-TIOM RPRESENPATIVES IN A SERI7S OF STRUCTURD
DISCUSSIONtS TO D:.TERMI.NlE 
JOIN"Y TH 
 1OT VIA?1t7 OPTIONS
FOR MEE'RI.C THT TERI.llING NTE.DS I:ENTI7IED.
 

2. SCOFF CF .,ORT: 

- (1) LAY' 69 FIRMS: F.PAND Tr.E. ORIGINAL SCOPE OF TH:C 



EOMINICAN REPUBLIC FTZS TRAINING NEEDS ASSESSMENT STUDY
(CONTRACT NO. LAC-OF11-G-0-7038-00, TAST NO. 8)
INCLUDE AN ADDITIONAL 35 MORE 
TO
 

FIRMS. THE METHODOLOGY FOR
SELECTING THE SkMPLE SHOULD BE INTENTIONAL IN ORDER TO
_
SELECT THOS
 FIRMS WFICE HAVS THE MOST EXPORT POTENTIAL
ANT I;TERST IN PRODUCING COMPONENTS AND OTHER SUCH
PRODUCTS TO FREE ZONE COMPANIES AT CO.FTITIVE PRICES AND

OUALITY STAN'DARDS.
 

- (2) FOCUS GROUP: APTE-R TEE PRELIMIN'ARY RESULTS OF TEr.
EXPANDED SURVEY .R. ANALYZED, DEVELOP A STRATEGY WITHUSAID FOR PRESENTING THE QUANTITATIVE SURVEY FINDINGS TO
KEY PRIVATV ANr PU31IC SECTOR REPRFSENTATIVYS INVOLVED IN
EXPORT PROMOTION, FTZ DTV31OPMENT, 3MPLOYERS AND MEMBERS
OF THE VARIOUS EDUCATIONAL INSTITUTIONS IDENTIFIED AS
POTENTIAL SUPPLIERS OF THE T-NING RFQUIRED.METHODOLOGY SHOULD INCLUDE A CLEAR STRUCTURED STT OFDISCUSSION GUIDELINES FOR A SERIFS OF e-8 FOCUS GROUPS TO
BE ORGANIZED y TYPE, LOCATION AND SIZE OF INDUSTRY. THEQUALITATIV? INPUT RECEIVED FROM THESE DISCUSSICNS SHOULD
BE IT7GRATED INTO THE FINAL REPORT OF THE SURVEYFINDINGS AND SHOULD AUGMENT THE QUANTITATI7E DATA
PROVILED BY STRUCTURED SURVEY INSTRUMENT.
 

. BUDG2T:
 
- ISTI P'RSONNEL:
 
-
 DAYS TE AMOUNT
- B. FRIDAY 2.00 153.85 307.7- C. PO'FLL 10.00 67.00 670.Oe
 

- FRINWGE AT 25' 244.43
 
- OH AT 4 -5 48.85 

TOTAL 1,710.9ge 

- CONSULTANT SALARY: 
- A. CUERVO, 16.00 242.0 
 3,872.00
 
- TEAM LEADER 

- S. DUNLAP 3.1e '200.00 600.0 

- PFR DIEM: 8.00 70'. 
 50'0o0. *" A 

- LOCAL TRANSPORTATIO4 300.!0
 

4 

http:3,872.00


- OTH! DIRECT COSTS:
 
- LOCAL CONSULTANT:
 
- M. FERNANDEZ (DATA GA­
- (THERING & ANALYSIS)
-130, 150.00 lv950.O0
 

- SU3-TOTAL 8,992.98 
- GMA 9% 809.00
 

FEE 10 98.02
 
- T 0 T A L $9,900.00
 

4. AID/W ACTION: AID/W IS REOUESTED TO ISSUE A TAS ORDER

USIAG AID/W FUNDING UNDER THE LAC BUREAU/PRIVATE SECTOR

CONTRACT WITH ISTI IN THE AMOUNT OF 9,920.00 TO COVER 
TRE COST OF THE SERVICES OUTLINED IN THE AFORYMENTIONED 
SCOP7 OF WORT. USAID/DR APPRECIATES LAC/PSA'S CONTINUED 
iNTERrST AND SUPPORT OF THIS PROGRAM INITIATIVE. ILDAY 
PT
 
00927
 

http:9,920.00
http:9,900.00
http:8,992.98
http:lv950.O0


APPENDIX A-2
PREVIOUS STUDIES ON IFZS AND TECHNICAL TRAINING

IN THE DOMINICAN REPUBLIC
 

Several recent USAID/DR studies have addressed the constraints to
further development of the IFZs, including training needs.
 

"Assessment and Strategy 
for Electronics/Electro-Mechanical

Sector in the Dominican Republic" (Carlson, 1986), was based on
site visits to 12 manufacturing firms both inside and outside of
the IFZs. The assessment concluded that while there were no
major shortages of unskilled 
labor at that time, there were
shortages 
of certain skilled technicians, supervisors and
managers. 
 Ideally, U.S. firms desire English-speaking engineers
with manufacturing experience 
and management training. Most
Dominicans that qualify have preferred to work in the U.S. 
for
 more lucrative salaries in dollars. 
 The study pointed out that
university engineering programs in electronics are new and
predicted that technical shortages would diminish in the next few
 years. However, the study does not address 
growth in the
industry - 7 new firms have installed in the IFZs alone since the
writing of the report, placing additional pressure on the limited
pool of qualified personnel. 
 In order to address the shortages,
the report make several good recommendations including: enhancing
cooperation between the universities 
and the private sector,
implementing cooperative programs summer
and internships with
manufacturers, and developing short technical seminars.
 

A general survey conducted among 143 IFZ industries in mid-1987
(Manon, 1987) revealed that approximately 60 percent of the firms
have some type of problem with contracting, training and
maintaining workers, although this varied by 
zone. No problems
were cited 
in La Romana, Itabo and San Isidro. San Pedro de
Macoris and have most
Santiago the 
 difficulty in maintaining
workers, while Puerto Plata's 
firms' major complaint was in
contracting and training workers. 
 There is a strong demand for
mechanics in the IFZs, demonstrated by the high salaries, often
similar to those of 
qualified production and quality control
 managers. 
In terms of work ethic, the IFZ firms do not appear to
have widespread problems - in over 75 percent 
of the firms
absenteism is less than 10 percent, 
and in over 70 percent of

firms tardiness is less than 10 percent.
 

Based 
on a survey of a variety of non-traditional export firms1
 ,
"Demand Analysis 
for Private Sector Training in Export-Related
Industries" (Cader, 1986), 
 focused on the training needs for
 managers, rrofessionals and technicians. 
 Of the 116 companies
interviewed, one-fourth 
responded 
that the lack of trained
employees is the most important limitation to future growth and 
1 Including agribusiness, agroindustry, IFZ, other industry 

and banking services. 

0 



well-being of their firm. 
 Over 50 percent consider the lack of

training to be a severe constraint. Although the extremely small

sample of IFZ firms 
(28) does not allow one to make conclusive
 
statements 
regarding overall IFZ interest, it is worth noting

some of thka findings of the study. Only 30 percent of IFZ firms

interviewed expressed an interest in training, the lowest of any

of the sectors. Smaller firms 
 (less than RD$300,000 annual

sales) tended to be 
the most interested. The overwhelming

majority of IFZ firms preferred short term training to long term,

with the greatest interest being expressed fo. technical training

(47 percent), followed by professional and administrative (26

percent each). Of the IFZ firms interested in receiving

training, all would guarantee the participant's employment upon
return, although less than 15 percent would be willing to
 
continue paying salary during study and pay travel costs.
 

In mid 1986, a consulting team was asked by USAID to prepare a
 
report on the employment in the IFZs and to make recommendations
 
for improvements in worker services. (Joekes, 1987) The report

was based on visits to the 4 existing IFZs, 2 proposed IFZs and

interviews with 12 firm managers.
IFZ The study revealed that

the general level of worker services provided in the TFZs was
 
poor, with current services restricted to the areas of health,

transportation, cafeterias and financial services, in varying

degrees. Several recommendations were made, the most important

being being the establishment of a clinic in each IFZ which would

provide workers with both routine preventative care and treatment

of regular and immediate health problems. Recommendations were

also made for industrial training and labor referral services,

savings and loan facilities and a pilot childcare scheme. 
 The

proposed training facilities would offer generic training courses

in various IFZ activities, greatly reducing the time and expense

of training by the individual IFZ 
firms in the short term. In

addition, the scheme would have a beneficial longer term impact

in raising the industrial productivity of the Dominican workforce

and increasing the supply of trained workers for domestic as well
 
as the IFZ commpanies. Most of the training resources 
for the
 
course would come from a levy on employers, and the report

recommends that the managers should be involved collectively in

the design of the scheme through the Associations of Industries
 
in the various IFZs.
 

"Estudio de las Zonas Francas Industriales de La Romana, San

Pedro de Macoris, Santiago Y Puerto Plata" (Janka, 1987) was a

general IFZ study conducted by special advisor to the Industrial
 
Development Corporation (CFI) in May 1986. 
 The purpose of the

study was to update the database of information on the 4 existing

IFZs, evaluate the current IFZ business climate, identify common

problems of the IFZ firms, and recommend solutions. The study

was based on personal, open-ended interviews with 112 of the 124

companies located in the 4 IFZs. 
 The study documents much of the

growth in the IFZs since 1984, in terms 
of number of firms,

diversification of industrial activities and employment

generation. In general, the business climate of the IFZs was
 

\p \ 



given a favorable 
rating, with the only reference to training
needs being in the San Pedro de Macoris IFZ. Among the numerous
recommendation of 
the study is the establishment of training
centers 
in each of the IFZs, in conjuncation with the
Asscciations of Industries. 
 Specifically, it was proposed that
the zone operators (with governmental financing) would provide
the training building, with the individual firms contributing the
machinery and equipment and assuming the 
expenses of training
staff, perhaps with the assistance oZ INFOTEP.
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INFORMACION DE 
,DENTIFICACION
 

•.a . . ° ° . . . 

* . a•. . .S a o­ . .. 

. - •. -:, 

. 1e'rtc Plata 
I.t1abo 

San Isidro 
7. La Vega 
8. Ban 

Herrera 

" " :"''.4 .­ ,'- .. . .. . 
- - -- - - - --- -----­



'4 WORI*ACIGN SOBIRE L.A EPRESA 

.c 10 r 

lac 

2. 

4. 



) Por favor., indique el'nqsmero de emp
Susted 	 queestA proyectand, -ecesitar en 	 1986 oorcateoor
 1a. 
 - . 

TC. r.P. 

I. 	Supervisores
 

a. 	 Tecncos (man, de 	obra calificada) 

3. 	Mano ae obra semi-cajificada
 

4. 	 Mano de obra 
no calificada
 

5. 	 Personal de Oficina 

6. 	Otros
 

Espec ifique -­

6. XCual es 
su producto o 
servicio pr(ncioal? 
"(MarqUe
 

so, 	 urnoi. 
q 

1. 	Confecci6n de ,-ooa 
2.; 	 C.ic argros'
 

3. 	 Electr6nica 

4. 	 El1ctriLca 

5. 	-Informhtica
 

a. 	 .armac~autlia 

7. 	Carteras
 

,8. 	Zapatos 

9. 
 Otros productos de piel
 

10. 	Juguetes
 

11. 	Articulos deportivos
 

IE. 	Articulos m6dicos desechables
 

13. 	Otro.
 

Especifique--------------------------­



-----------------------------------

---------------- 
------------

7. 
 En este aio (J988). 0cree Ud. que sus
rMe- 1os 
 en tOrminos de ndmero de unidades 
pr, :ldas. vah a... 

1. Aumentar
 

2. Sajar
 

3. Seguir lo mismo
 

2. LPor qua? .....
 

PERCEPCION 
DE LA EMPRESA CON RESPECTO A LA
IMPORTANCIA DE LA CAPACITACION.
 

9. CCules son las necesidades ms apremiantes

de su empresa? (Sefale 3 o menos).
 

1. 

2. 

3. 



------------------------ -------

---- -------------------------------

------------- 
-------------------

---------- 
------------------

10. 	 C6mo afectan Ins siguientes factores la

productividad -y expansi6n de su empresa?
 

Utilice 
 4- Muy importante

la 
 3- Importante

siguiente 
 2- Poco importante

Escala 
 I= Sin 	importancia
 

1. Falta de capital
 

2. 
Falta de mercado
 

3. Falta de espacio
 

4. Exceso de restricciones de importacion 

5. Problemas laborales
 

6. Exceso de controles del 
Gobierno
 

7. Escasez de recursos humaness capaci tados 

8. Falta de materia prima
 

9. Falta de tscnicas de produe.:cin apro­

piadas 

10. Problemas de energia elictrica
 

11. Falta 
 de recursos 
de capacitaci6n,
 

incluso la tecnologia
 

12. Otros
 

Especifique_-


Comentarios 
(Sen-alar s61o si el entrevistado
 
destaca algdn aspecto).
 

-


11. 
De los problemas anteriores, cuAlem serian lostres mAs importantes segdn su j',icio, en order 
de prioridad.
 

--------------------.
 



-----

X~.~ree 	ustea que 	es *IMrOc r.*rte , Ii zar -tr s .,ii
 

emotesa? 

d ' 

a.SA 

'.No
 

:.Sin respuesve
 

C. 	 DEScRIPCION'DF PROGRAMIS DE 	 CAPACITACION 

13. Z~Realiza usted actitaaes co capacitacion 'aorivrode la impresa? (Si 1-: '-eSPLeSota es nio, iaiial" 4!a Dreounta 16).
 

1. 	Si
 

2. 	No
 

3. 	Sin respuesta
 

14. 	 'Si -respondid positivamente., 'Pss Qirograma: 

1. 	Formal
 

2. 	Informal
 

3. 	 Combinacidn de e iniformal 

15. Si usted sumnizs,-a capacLtacz-r, a 	 sustrabajadorese que iflcefltvos Dfrece a lo. Quocompleten con 6e;Irc ID~S prog-aa do
capacitaci6n? (Marcue tcodos los 	recesarios). 

1. 	Ascenso
 

2. 	 Aumnento 

3. 	 Responsabilidadee ai'erentes 

4I. 	 Otros
 

Esoecifique 




-~ J-L-: I-. 

4.. ri ­



SEI; A+r~ ene ar orihi s 

te 7 "5 tet:o*' D- liCI 

-. * .,ht.. r,_ n 

a = 1!C..4 
-e 

7. trouce habjlijdades,nueve F 

tddL i I aOe­



- -- 

-----

--- 
---------- 

--

22. 4Sabe listed ddnde fuerciri educaa5 taus empleados? 

2. pie
 

23- £Cual 
 es su opinion~ en celaccon a. :&Isrc~nrecibiaa por sus egpieados e4 JaE 5Jc!ulntes!fl5sttufz'rles2'
 

ut-71cem 
 4- Pkvv Buena.
I irA3= BuenaSlGI~uerte a- ReaugJ r 

1. suivscnai
 

2-. PD1zQvcicoo 
 escuel,, Tecn3Lcd 

.. Inst!tuto T~cn3Lcr Lavoia 
MPol i td Ico 

4-. I.nsV j 1"ato~ Tftnico Salesiano 

5,. Jrii-/ersidad' 

Espec3f jque 

24. Si usted 
Cual Ib 

tier,. algdn pusto, de trabajo para eleducaci6n formal nioPrefe-r i~a es 'un requisito,u.Ited empiear a u.na persona con
educacion formal?
 

3. Svi-apjet 

a5- ZPor jue' 

- - -
-



D. CAPACITAC1ON DE SLERgXSRtES 

26. &C6mo capacata a los upervxsoreS en su empresa?,
Utilizando la siquLente escala. Indique el,
elemento porcentuai que sc-Inifica cada opci6n.'
 

1= 75 - 1002=50-74
3-- 25 - :'=1-24. 
5= 'e 

1. En elk trabajo., informaimene 

En ei tri-Walo.2. con inst-uccd6n orgaiizada consus Oo30s nstructores 

3. En Ia ,br xca. formalmente, en salones
 
propios
 

4. 
 En cursos de corto plazo en escuelaS tocrnicas
vocacionales locales
 

4CLJ61 e_ 0scuelas? 
 -

5. Se macdan a capacitar al extranjer-o­

27. Si 40 los capacitaw cuando tiene vacantes comolos Ilenan? (Indiaue el que hacen con masfrecuenci ai.
 

1. 
 Se contratan ya capacitados de otras empresas
2. 
 Se contratan 
ya capacitados 
de escuelas
 
tdcnicas
 

3. Cominaci~n de 1 y 2
4. Los trae del extranjero
5. Otros 


-

Especifique
 

28. XCu&l es el promedio de duracz6n del programacapaci tac v7 den que Jd. 
 reauiere, 
pare SUB

supervise, -7'
 

1
I. Menos ,e ur rue-­
2. I - a eses 
3. 2-e3 meses4. ha. de .3 e e
 

Si !a resguesta es 4 esoecifique 
-_­



29. 	 z,cuantos suervisores capacxt6 su empr._...a en 

1987? 

1. 	 Ninruno_ 

3. 	 2 

4,, 	 Tree4.

5. es tres 

E. 	 WACITACIN DEL PERStA TECNICO 

30. 	 &C60o caDacita a los tecnicos ue su en-presa7 

1= 7'5 -W 02= 	 50 -743= C-5 - 9. 4-- 1 24E%
 
5= 0%
 

1. 	 En el traajo, informialmente 

2. 	 En el traba.io. con znstrucc26n organ 3zada con 
sus Prooios ilistructores 

3. 	 En la fabrica, formamoene,. en salones 

4. 	Se mandan a cursos de cor., piazo en escuelas_
tLbcnicas-vocacionales
icu~les? ______-- -

5. 	 Se mandan a capacitar al extranjero
 

31. 	 Si no los capacita, cuando tienen vacantem c6mo las
 
1lenan? (Indique lo que hacen con mAS
 
frecuenca).
 

1. Se contratan ya capacitados de otras empresas
 

2. 'Se contratan ya capacitados de escuelas
 
tdcniLcas 

3. 	 Combinaci6n de I v 2
 

. Los dael extranjerv
 

5. 	Otro
 

Especifique_
 

http:traba.io


32. :CuAl es el 
promedio de durac3Ldn del ­ .grama de
capacitacon 
 que usteid reauier'- oara us,
 

1,. r- VE_ Je Lin mes 

*meeses 

4. 	 Ms de - sieses 

Si Ia "-esDuesta es 4 espeC Q'v.L - .OS 
:aracte-isticas de este arnorama..
 

33., Cuaricos recnicos capacito su ,evwrresa en 1987?
 

1. 	I3Lifunc&
 

2. 	 L a3 

' 3." a5 

4. 	 Ads de 5 

F. 	 CAPACITACION BEL PERSONAL SEII-CALIFICADO 

34. 4Cd6--a; cacizir-ia al versona'. sem'i -caLi if icado en mu-

I- oo% 21- 7%
 
3- 25 
 4", 	 4-,1 241.5= 0% 

1. 	 En el trabajo, informalmente
 

2. 	 En' el trabajo, con instrucci6 organizada,
 
con sus propios instructores
 

3. 	 En 
la f~brica, formalmente, 
en 	salones
 
ProD ios
 

4. Se mandan a cursos 
de 	corto plazo 
 en
 
escuejas tecnicas-vocaciona 
Les 	locales
 

5. 
 Se 4'andan a capacitar ai extranjero 

6. 	 'na :ombinacidn de esbos
 

Especi.f iaue 



3M. S,i-o Lose :aaacita, cuando tiene *1.Lantes, t. Como 
ins! Ilenan; 'nrtl auae truq~e -'Ilce* 'on 

I. Se convratan y cauacitacos O..*t* 

36. 

isvec~ z i ue 

X.ua! -­s el oromedicL 
cavar v;on. que IUci 
semc I Ic ado ? 

1 Ine =~c :Q un mres 

4. £ * 

.* 

de dursctoni rjei c, 
etzere z~-*"C~~l 

c-c-ama de 

1987. 



G. CAPACITACI1N DEL. PESNAL NO CALIFICADO 

38. C6mo capaclta, al personal no calificado- en su 
empres.e 

1= 75 -1 oo0 2= 50 -74% 
3= 25 49 4= - 24% 

1.E e vabajo, znformalmenne 

E.n ei t.abajo. con xnstrucriOn organi:ada con 
sus oropios instructores 

3. En la f~brzca, formalmentev, en saiones 
propios
 

4. Se masndn a cursos de corto plazo en escuelas
7Cn .C,-'oacionales locales 

,Cuales 
-

5. Se .pandan a capacitar al extranero 

39. Si no Los cacita., cuando tienen vacantes c6mo'las lienaws, (Indique lo que hacen'- con 
frecuer-caa,,	 

mAs 

1. Sie contratan ya capacitados de otras empresas., 

2. Se conttratan va capacitados 'de escuelas
 

3. Otro, 

Especifique__ 

4'0. LCuibk es el oromedio de duraci6n del programa de
Caveci tocion que Ud. requiere para sui oersonai no 

1. 	 ~nemos de un Ues
 

. a 
 meses 
3. 2 - meses 

* es- 'J "sw~vsta 4 esoe,-_If opt% 



ewaresa e~op 3tW &fiC7-D 

~eV 

. Un-orme 



1:1. NECESIDjjS DE CAACITACIruw 

ais 

C. 11'~­

4.. 

'Sa***be-- teer 
. -

-. 40~~-- .. '-.:..' cki 

c -. t z :1v'c 
ircut? T L 



--

--------

-- -- 

~Cua."'s". SOOn tos craajoz Peritenentes que tienenLa.ir -fuo1 de versonmA*,.'pc-ia-~' 1e 

Escelc* f i que 
..- --.-----­

3. nano o-a$ 59Cm-aljc~ 

:e'r QUIPrc ~nkii~-

ESLO--
-tV 

49.Rzc. e ai 'Fuga dirsoral en estas areas. 

-
 -
 -
- - ~ - ­
-.---

A. ILEs Irem" r~ eY5ve fencioaen dub uqa de Personal 7(Dun-ante 'una '-m 'del a o stempr4). 

3. n -~ED~eSta-­



------------- - - --- - -

---------- 
------- 

-- 

-------- 
--

- - -- 
-- 

--------- 

- --- 
-- 

-- -------------

-- -- -- -- -- -- -- -- -- ------- ------------

34. L'Pere cuAes ocupacione es mas dLficilempleados? consequir,
(Explique c-ates soil
esenciales y 

log ofijcios
las hba 
iidades esnec3ficas'pa,-cuales es mAs dificil los
conseguir empleados).
 

-

Ocupaci6n/Oficio Tipo de - - - -
Habilidades
Caoacltacion 
 Especificas
 

4ecesc-rik
e que necesitan
 

------------------.­
--0---• 

-. -

S ............... 

...........
 

' 
-7 --

- - -

-
 - - - - -
 -
 -
 -
 -
 -
 -
 -
 -
 -


-. . . 

-
 -
 -
 -
 -
 -
 -
 -
 -


-
 -
 -
 -
 -
 -
 -
 -
 -
 -
 -
 -




5,2. En las sxqu-em-es olternacsoas coaoveeit4Asted caoacxti6T sus ~emD 14*sU(.r5. 

Utilice tuv deseaDle 
le 

, 

.D% s55abA e
S~guienve 
 a= Poc deseaoje

Escala I- ?4adj deseebie
 

de i& emresa 

F. Cent-v is =aacitacidr en la, 1-2-3-4 

ce i a zon 

5. Ontrc.-cine 
tec-2-3-u
 

5S~. El finant ,w.eirc de fa opcioII isejcczon a.,en su opirni-n, debe-,1, ser?
 

D3e dnriven 'o5tevajc
 

54, ~De eesooone 2 o a. Co zeriaria ~tisd Qtae 

5*T
e f-C# 

http:14*sU(.r5


--------------- 

54. s~6jo par& lag Zonas Francas).
&Eivar-ia isted dispuesto a *-eali.ai los pagosiNFrjTEF que nacer, !as otras empr"sas~d ~tn ~end~rlas ccn

neceidad4-. de rapacl­

d- pij.o vaene 

iQ acer esta pu-egunta si 1&areTlere
:soeC3'Tacion dentrc, .e to emoresisJQ. w5v oensande en capaitRIr a SLIS empleadosdentrc 
 le su 'mpresa. clasifique en'lecesidea orden delos '1pcs, de ayuda que reqUllere:'eqaiaj- paracurses de capacitacion DENTRO de la 

-
-

-
-
-
-
-
ttl L]ce - - ­4- lluv importante
 

!a 
 3- Importante
SJgLPiente 2= Poco important.

Escala 
 I= Sin importancia 

k. Isrctores
 
3. Ilateriales de capaciacidn.
4. Fandos 
5. Tecriologia de capacitacion
 

I aptaratos)
 
6. 
 Avudas didActicas
 

kgraficasp peliculas, etc.)7. Mejores instalacion,, 

8. Desarr-illo de' Pl~,=ne 

­

le Es'tjd1 0
 

:te 

E*uze: - j 



l 
58. Lcuales sor. !-as, tr-.. avudas de inas urgen-cia-

orden dfe ar cn-idaco? 

5. Lt~e cwnse.3s o reccmna~re dar-:a usiced anUevos -eoDresaI-1cos que fuerark establecerse 
en ]as Zoinas 

a 
Francas Industriales, en t-rminos

de '-a caai~vra us. e-tvieados7 

Cont-.it ar Insi- Ir~ctcores loca.Iem 
S. llarnaar os epaa~ a crsesmo de Co,'-rE 

luracvn .3 -E escuekles t-Ocnscas .calem 

4. nadra~ Zos eimvlheados al extra,jer* 

S. Otrc.S 

60. ---i SI re-ue'ta :57 3Fj 4.. esei8Cf iqu4 qLudniveles 

E. FIN CIAhI~yo DE LA CAPACITAC113N 

61. Haga un estim.ado de los recul-sos utilizados porla em3resa en capacitaci6n de mus emupleados en
el ago Pa-ado'. 

1. 0 a .W 

5h W'O a 10,c#0 

4.0.~(,a 50,000 -

S. nagu *3! O.0O1 

http:cwnse.3s


--

62ZTiene ',Su eimpresa un aerente o supeo'isor de, 
CapaciitaCion4o su equlvalinnte7 

3- -gin ve-jjj-t 

63. iTine SU~e*Dresa u presupues5va de CaoaCltacidri
0 "ealene ,lna cunt avr cle Los gastosfffectuadcs oaa ia capacjtaCj6n7 

1. Sim eo 

64. &*uue porceizae dej preorumuestc total,rearesnan estos castor?~ 

3. 11 - 20i 
4. 21 - 90% 
5. "65~ de 0 

a5.0DeJ1s Obreros no-califmcadcos Que recibxeronentrenamixento el aAo nasedo, favor dar lassiquien~e informacianes: (Si no hsay n~merosexactos buIcar Io 
mas aproximado a la necesidad).
 
1. Nulmero den 
personas capacitadas 

2- TiemOO PIroewd 10 den duracidn den 
Jos cusa (en horasP 

3- IILUeroc den instructores participantes 
_­

4. Pago por hsora, Pronedio a estos
instructores 

5. 
 Paqo Por riura promiugo dado ;j Loses4oleadcos Ous-ante el pinriodo die
CaPacz tacionr
 

6. Comoaracion Porcentual con ski sueldo _­

reauJ ar­

7. NJo auzica­



-----------------

F-. OR6AIZACIONES DE CAPACITACION 

66. 4TI-ene ustec cociieto especaric.-, acev-ca deinstitucione- o empresas donae se puede consequi­capacizacion p~are sus nec~esdades en ;a empresa? 

67- &Pertenece. su eMp-eg~ atauna asociaci6n 

68- Cuando I-ecesita ,.-apacitar fuera de su einpresa a sus emoleAgos t4ue 1n=-ttcq.neioz ui.iazaccjrt 
ese fin1­

0'9. E1mtxvanou I..s Aimtacio ,nes e-cistentes,'
aoreferlria *u.steck "'acer formaci6nso
 

'I. Dentro
 

2. Fuere. 

3. INo ncewito capecitaicidri 

4. Otro
 

5. Espir- au 



________________ 

------

70., Si contestio ELENTRO 01an la~pregunta anterior,- por qud preFervi-a-, esta modailidad: lMarquetudcas las necesarias. 

I. 	 "As control dei 	 contenzaD 

a . f1As 	 lbau-a-o -,at-e 

FiueueDrigraswar I-a *mrzu-s 'jiezo 

<4., Otiro 

1Espec.3 fique_ _ 

71. Si vaiesrC - UERA -2:1 ----	 id - -reounta #69,, -,orareferrzA 	 qu*e-sta 4MoaiLd. E'tarque bodas ,asece_=ah- Iisp 

1. 	 ftiiores ;flstructores
 

~..rec
 10 j	 9 2 *ass avanrzad* 
-

G. 	 fts~ barato--­

4. 	Otro
 

Espe- afique_,-

72. nacionalidau'dei Gerenite dJe 	P'anta. 

73. Nivel de estudi ..s alcauz-ado par Aste. 

3. 	 Universitrario 

e. 	Secundarza colipleta
 

1. 	 2- 'lSecundar31a 
COSmaJetz 



------- -------------------- 
-------

---------------

---------------------------- 
--------------------- 

AL ENEB6TAD13R 

FAVOR DE DAR SUS COMENTRIOS SWJBRE SUS OBSERVACIONES ACERCA 
DE COMO LA EPRESA CONDUCE SU ADIESTRAIMENTO 0 CAPACITACION. 

-
 -
 -
 -


-~-----------­

7----------

Enero de L988 
mob. 



--

--------- ----

--- --- ----------------------

27 

PREMMJTAB IESPCIALIES PARA HERRERA 

1.' 
 Utiliza su umprosa a personas que han trabajado
 

en las Zonas Francas Industriales?
 

I. 	Si
 

2. 	 No
 

3. Sin respuesta
 

Si 
la respuesta es SI, responda las siguientes
 

preguntas:
 

2. 	 4A qud niveles lo hace?
 

1. 	Supervisores

2. 	Tdcnicos 

3. 
Obreros calificados
 
4. 
 Obreros no-calificados 
 _

5. 	 Otros
 

Especifique__
 

3. 	 iEn que txpo deoficiosespecifzcamente
 

4. 	 eCon que resultados?
 

4. 
'Bueno
 
3. 	 Regular
 
2. 	 Deficiente
 
1. 	halo
 



3A~yOSSU MOW& Wo erasxdustrzaolie zC1 tip 

1. SIi. 

eveC ~Ae~. *e
-'es ~ da bacerko. 

as 
 ev a~uou porcernuane de 'suproduccion
roabse a!a 
Zna Frapcas7 



LCu1i.s con 
los obsticulos ms apremiantes'que confronta en sus
esfuerzos por exportar y vender insumos a las emDresas de zona
 
franca?
 



APPENDIX A-4. 

FIRMS SURVEYED 

SURVEY 
NO. 

TYPE OF 
INDUSTRY FIRM LOCATION SIZE 

001* 
002 
003 
004 
005 
006 
008 
009 
010 

Textil 
Textil 
Electronic 
Textil 
Textil 
Correas 
Textil 
Carteras 
Cigarros 

Internacional Textil 
AM Industrian S.A. 
Carribbean Electric 
Bend'n Stretch, Inc. 
Interamericana Products 
Taino Leather 
Brentwood Clothes 
Safari 
Manufactura de Tabaco 

Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 

Medium 
Medium 
Medium 
Large 
Large 
Small 
Large 
Medium 
Medium 

014 Medidas y 
"Matasa" 
Shade Leaf Processors Santiago Medium 

Empaque 

016 
Tabaco 
Manufactura 
Productos 

Cullin Tabaco Processing 
Dominicana 

Santiago Medium 

018 
019 
020 
021 
022 
023 
024 

Tabaco 
Zapatos 
Textil 
Zapatos 
Textil 
Textil 
Textil 
Cigarros 

RFC Ware House 
Mayra Manufacturing 
Caribe M.F. 
Faro Manufacturing 
Debbie's Fashion 
Tropical Manufacturing 
Tabacalera de Indias 
(Tabin, S.A.) 

Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 
Santiago 

Large 
Medium 
Large 
Small 
Medium 
Medium 
Small 

025
026 

Textil 
Emblemas y 
Letras 

Continental Manufactura 
Sewn Products inc. 

Santiago
Santiago 

Medium 
Medium 

027 
028 
029 
030 

031 
032 
033 
034 
035 

Deportivas
Textil 
Carteras 
Zapatos 
Grapas 
Industriales 
Textil 
Textil 
Textil 
Textil 
Cigarros 

Bertha Sport C.x.A. 
Merengue Handbags 
Mauran Rochet. C.x.A. 
DF Internacional 

Seb Corp 
L'Ecole Knit Works 
Zep Caribbean Inc. 
Chaura, S.A. 
Tabacalera A. Fuente 

Santiago 
Santiago 
Santiago 
Santiago 

Santiago 
Santiago 
Santiago 
Santiago 
Santiago 

Medium 
Medium 
Small 
Small 

Medium 
Large 
Medium 
Medium 
Medium 

*List is grouped according to location. 
The survey codes as presented are
 
not sequential.
 



036 Abrigos Dir Manufacture 
 Santiago Small
 
Pieles
037 Zapatos Dom Jet


038 Santiago Large
Textil 
 Union Manufacture 
 Santiago Medium
039 Textil Empresas T & M 
 Santiago Large
040 Textil Modas New York 
 Santiago Medium
041 Textil Trans Continental Santiago Medium

007 Zapatos Antilles Shoe 
 Puerto Plata Small
011 Textil 
 Yhu Hwa Honduras Puerto Plata Large
012 Pieles International Vision 
 Puerto Plata Medium
 

Vison
013 Prendas 
 Rope by Mario Dominicana Puerto Plata Small
 
Oro
015 Textil 
 Trans Continental 
 Puerto Plata Medium
 

Apparel
017 Carteras Especialidades en Pieles 
 Puerto Plata Small
042 Textil 
 H.I.J. S.A. 
 San Pedro Small
043 Forros Ta-
 Gi Gi Production 
 San Pedro Small

blas Plancha
044 Textil 
 Western intertrade 
 San Pedro Medium
045 Textil 
 S.D.C. 
 San Pedro Small
046 Textil 
 Oxford International 
 San Pedro Medium
 

Dominicana
047 Cristales 
 M.I. Pradu 
 San Pedro Small
 
Pulidos
052 Ceramica 
 Ceramica Dominicana 
 San Pedro Small
053 Textil 
 Tas Cana 
 San Pedro
056 Textil Rodney Ind. 

Small
 
San Pedro Medium
057 
 Zapatos Frontier 
 San Pedro Large
058 Zapatos Frontier


059 San Pedro Large
Textil 
 Camisas Dominicana

060 San Pedro Medium
Textil 
 Fabrics Unlimited 
 San Pedro Medium
061 Sombreros 
 Dominicana Fashions 
 San Pedro Medium
062 Gazas y 
 Hermitage Dominicana 
 San Pedro Small
 

Algodon
063 Textil Alpha Leus 
 San Pedro Medium
064 Joyas 
 N Y B Jewerly 
 San Pedro Medium
065 Accesorios 
 Plumes de Belgique 
 San Pedro Small
067 Zapatos 
 Carter Dominicana 
 San Pedro Large
068 Zapatos Jumping Jacks

069 San Pedro Medium
Textil 
 Hanes Panana 
 San Pedro Medium
070 Abrigos de 
 S. F. Furs 
 San Pedro Small
 

Piel
071 Textil 
 Suprema Manufactor 
 San Pedro Medium
072 Zapatos

073 

G. C. y Sport Shoes, R.D. San Pedro Small
Textil 
 Kukje Apparel 
 San Pedro Medium
074 Textil Manufacturera Borinquena
077 San Pedro Medium
Textil 
 Kirk Robarts 
 San Pedro Medium
 
078 Gazas Fabritek La Romana, inc.
Medicas
 San Pedro Small
 
079 Dulces 
 Caribena de Carmelas 
 San Pedro Small
080 Fibra de 
 Coreglia Industria 
 San Pedro Small
 

Vidrio
 



081 Gafas de 

sol y 
Rafael Pool San Pedro Small 

082 
083 
084 
085 
092 

MonturasMaletas 
Electronica 
Textil 
Textil 
Confeccion 

Clover 
Information Magnetics
Royal Textil Inc. 
Royal Textil Inc. 
Lulin Fashions 

San Pedro 
San Pedro 
San Pedro 
San Pedro 
San Pedro 

Small 
Small 
Small 
Small 
Medium 

094 
097 
129 
048 
049 
050 

RopaDimantes 
Joyas 
Textil 
Textil 
Textil 
Textil 

P.A.D. of Panama 
I.R.C. Jewelry 
Basola Corporation
S.M.C. S.A. 
Domino Ropas
Compania de Tension del 

San Pedro 
San Pedro 
San Pedro 
La Vega 
La Vega 
La Vega 

Medium 
Medium 
Large 
Medium 
Small 
Small 

051 
054 
055 
075 
076 
086 
087 
088 
089 
090 

091 
093 

095 
096 

098 

Textil 
Textil 
Textil 
Textil 
Textil 
Textil 
Textil 
Textil 
Textil 
Muebles 

RatanTextil 
Encuaderna-

cion LibrosTextil 
Tubos 

AluminoEnvases 

Plasticos 

Pacifico
Cannon 
Three Star 
Corresa Fashions 
Eucigema Fashions 
A & GD C.x.A. 
Philadelphia 
Kamchong Textile 
Bamena Textil 
Rayma 
Inter Espace 

Philmoro Dominicana 
Editora Corripio 

Conex Port S.A. 
Envases El Caribe 

Envases Plasticos 

La Vega 
La Vega 
La Vega 
La Vega 
La Vega 
Bani 
Bani 
Bani 
Bani 
Bani 

Bani 
Herrera 

Herrera 
Herrera 

Herrera 

Small 
Small 
Small 
Small 
Small 
Medium 
Medium 
Small 
Small 
Small 

Small 
Medium 

Medium 
Small 

Small 

100 
101 
102 
113 

114 

115 

Desechables
Textil 
Otros 
Electrica 
Metalmecan-

icaHelados y 
MermeladasTextil 

Manufacturas Diversas 
Johnson y Cia. 
Climatec 
Aceros Dominicana 

Helados Bon 

Industrias de 

Herrera 
Herrera 
Herrera 
Herrera 

Herrera 

Herrera 

Large 
Small 
Small 
Small 

Small 

Medium 
116 
117 
118 
123 

124 

Electrica 
Electrica 
Chiclets 
Etiquetas 

Industriales
Plasticos 

Confecciones
Ray- 0 -Vac 
Alambres y Cables 
Rocco Kapano 
Empresas Unidas 

CONVERT (Envases 

Herrera 
Herrera 
Herrera 
Herrera 

Herrera 

Small 
Small 
Small 
Small 

Small 
125 
127 

Muebles 
Zapatos 

Plasticos)Corona Industrial 
Boston Internacional 

Herrera 
Herrera 

Medium 
Small 



136 


099 

103 

104 

105 

106 


107 

108 

109 

110 

111 

112 

120 

121 


122 

126 

128 

131 

132 

135 

119 

130 

133 

134 


Apparel 


Textil 

Cigarros

Electronica 

Textil 

Electrica 


Int.
Textil 

Textil 

Textil 

Textil 

Textil 

Textil 

Textil 

Batas medicas 

dese hables
Pinceles 

Textil 

Farmaceutica 

Electronica 

Electronica 

Electronica 

Textil 

Electronica 

Electrical 

Electronica 


Jose Blanco 

Romana Systems

Tabacalera Garcia LTD

NCI National Com. 

Two 0-0 Enterprises

Integrated Electronics 


Chavon Inds 

C D F Industries 

Romana MFG 

E L S Empire Atlantic 

Tortoni Manufacturing

Welcome Industries SA 

Cen - Tex 

Fabritek La Romana Inc. 


Binney and Smith Inc. 

Hanes Caribe Inc. 

BAXTER 

Westinghouse 

Q-Tel 

Sylvania 

Carter Galvi 

Ingosa

Winchester 

Prime Tech 


Herrera Large
 
Romana Medium
 
Romana Large

Romana Large

Romana Large

Romana 
 Medium
 

Romana Large

Romana Large

Romana Large

Romana Large

Romana 
 Medium
 
Romana 
 Medium
 
Romana Large

Romana Large
 

Romana 
 Medium
 
Itabo 
 Small
 
Itabo 
 Small
 
Itabo 
 Medium
 
Itabo 
 Small
 
Itabo 
 Small
 
San Isidro Small
 
San Isidro Small
 
San Isidro Small
 
San Isidro Small
 



APPENDIX A-5
 

FOCUS GROUP PARTICIPANTS
 

San Pedro de Macoris:
 

Angel Castillo, President and Manager, Old Chearri and President
 
of the Association of Industries of San Pedro IFZ
 

Arturo Peguero, consultant to the Association of Industries
 
Manolin Lorente, Manager, Fabritek Romana Inc.
 
Jose Torres, V.P. Offshore, Kirk Roberts Inc.
 
Fernando A. Flaquer, Director of Dominican Affairs/Development,

Oxford Industries Inc.
 

Alfredo Castillo and Jaime Ponton, Bali/Hanes Panama
 
Rafael S. Fernandez P., General Administrator, Leader Industries
 
Samuel Martin, General Manager, Undergarment Fashions
 
Geltrudris Pereyra, General Manager, Plumes de Belgique

Rafael Romero, General Manager, Frontier Inc.
 
Antonio Centeno, President and General Manager, Manufacturera
 
Borinquena
 

Miguel Angel Pichardo, consultant to CFI
 
Freddy Martinez, Assistant Director, CFI
 
Sylvia Vargas, Administrator (CFI), San Pedro de Macoris IFZ
 
Grecia Geronimo, Operators Training Program, UCE
 
Bertran de Windt, Coordinator, Human Resource Development

Program, Fundacion AIPEC
 

Rosa Maria Almonte, ).indacion APEC
 
Nancy LaTurner, USAID/HRD
 

Santiago, Puerto Plata, La Vega:
 

Federico Carlos Alvarez, President, Empresas T&M, Santiago IFZ
 
Alna Lavandier, Personnel Director, Trap Rain, Santiago IFZ
 
Eddy de Luna, Administrator, Santiago IFZ
 
Jose Polanco, Gen. Manager, International Vison, Pto. Plata IFZ
 
Mario Espinosa, General Manager, Rope by Mario, Pto. Plata IFZ
 
Ramon Gilbert, President of Board of Directors, Adminstration
 
of Puerto Plata IFZ
 

Rafael Ramos, General Manager, MDH, La Vega and V.P. of
 
Association of Industries, La Vega IFZ
 
Aramis Vega M., Executive Director, ASINTEX
 
Victor Brens, Vice Rector for Adminstration and Finance,
 
UCCM
 
Renato Nunez, Vice Rector for Planning, UCCM
 
Toni C. Wagner, USAID/HRD
 



San Isidro, Itabo, Bani:
 

Virginia Esteban, Director of Personnel, San Isidro Office Park
 
and IFZ
 

Gil Canario, Winchester Industries, San Isidro IFZ
 
Jesus A. del Castillo, Administrator, Itabo IFZ
 
Jacquelyne Almonte, Director of Personnel, Itabo IFZ
 
Ima Sanchez, Assi. Human Resource Manager, Westinghouse,
 
Itabo IFZ
 

Luis Manuel Tejeda, President, Zona Franca Banileja

Toni C. Wagner, USAID/HRD
 
Bertran de Windt, FUNDAPEC
 

Herrera:
 

Antonio Isa Conde, Economic Advisor to AIHE
 
Luis Sanchez Noble, President, AIHE
 
Luis Marte, IPC/AIHE coordinator
 
Jose A. Turull, Envases Plasticos, S.A.
 
Oswaldo Diaz F., Executive Director, AIHE
 
Arelis Rodriquez, Executive Director, IPC
 
Bertran de Windt, FUNDAPEC
 

Information Services Interviews:
 

Alvaro Nadal, Director, Business Development, CODETEL
 
Luis Heskey, Controllor, Caribbean Data Services,
 
San Isidro Office Park
 



APPENDIX B
 

ADDITIONAL TABLES AND FIGURES
 



FIGURE B3-1 

TRAINING NEEDS
 
By Size of Firm
 

% -80 

60 ................................ ............................
 _.. 

40 ..... .. 

40 ........ ... .................... .........-


20 . . 

0 supervision/- quality industrial bilingual computer other
human relations control mechanics secretary programmer 

size of firm ,,1ED SMALL MEDIUM LARGE 
n-53 n-83 n-25 



FIGURE B3-2
 

TRAINING NEEDS
 
By Economic Activity
 

%-100
 

80 ..... ................................................. .
.. ... 


6 0 . .... ... ...........................
........ .....
 

20 

0 supervisin uai y in..us...a. i ingua c U e. .er
 
type 

human relations control mechanics secretary programmer 
of firm EZJ APPAREL ELEOTRONICS SHOES OTHER 

n-68 
 n-ll n-1O n-44 



TABLE B3-3

Q51 CRITICAL JOBS IN MOST DEMAND, BY WCATION 

Puerto, Plata 

011, Operarios de maquinas de coser industriai
 
Tecnicos electricista
 
Planchadores
 

012 Operarios de maquinas de coser industrial
 
Operarios de costura a mano
 

013 Tecnicos de fabricacion de prendas
 

015 Operarios de maquinas industriales de costura
 

017 Operarios de maquinas de coser industrial
 

007 Supervisores
 
Mano de obra semi-calificada-


La Vea
 

076 Tecnicos en mecanica' industrial (maquinas de coser
 
industrial)
 

048 Operarios de maquina de coser industrial
 
Supervisores, manejo de personal
 

049 Operarios de maquina de coser industrial
 

050 Secretaria Bilingue

Tecnicos en mecancia industrial-reparacion

de maquinas de coser y hacer hojales
 

051 Supervisores de personal
 

054 Tecnicos en mecanica industrial en area de confeccion
 

055 Tecnicos en mecanica industrial en area de confeccion
 
Tecnicos en costura
 

075 Tecnicos en reparacion de maquinas do, costura
 
industrial
 

085 Supervisores
 

p 



La Romana
 

103 	 Ingeniero Industrial
 
Mecanico Industrial en reparacion de maquina
 

111 	 Entrenadores
 
Mecanico industrial en reparacion of mantenimiento
 
Supervisores
 

110 Tecnico en maquina de coser'industrial 

109 Operarios en confeccion de ropa 

108 Tecnicos electro mecanico 

107 Electrisista 
Plomero
 
Tecnico de maquinas industrial/mantenimiento

Secretaria Bilingue'
 

106 Secretaria Bilingue
 

105 Operario de maquina de 6ser industral
r i 
Supervisores 


104 Tecnica en Ingeneria'Electrica
 

112 Operario de maquina de costura industrial
 

120 	 Tecnico mecanico industrial -- area-confeccion
 
Supervisor
 

121 	 Supervisor
 
Mecanica Industrial - mantenimiento
 

122 	 Obreros con destreza manipulativa
 

089 	 Operarios de maquinas de coser industrial,
 

086 	 Supervisor - manejo de personal
 
Mecanico industrial
 

087 	 Supervisor

Operarios de maquinas de coser industrial
 
Secretaria Bilingue
 

088 	 Mecanico industrial - mantenimiento de maquinas de
 
confeccion industrial
 
Gerente de Planta
 

090 	 Tecnico industrial - mantenimiento
 
Operarios - confeccion
 



091 	 Tecnico mecanico industrial - confeccion
 
Supervisor
 

126 	 Gerente de Planta
 
Secretaria Bilingue

Mecanico de mantenimiento-confeccion
 

128 	 Gerente de Producion
 
Secretaria Bilingue
 

132 	 Secretaria Bilingue

Tecnico de informatica y programaccion'
 
Tecnico en electronica
 

135 	 Gerente de Planta
 
Tecnico en electro-mecanica
 
Secretaria Dilingue
 

San Isidro
 

130 	 Supervisores
 
Ingenieros Industrial
 
Secretaria Bilingue
 

119 	 Personal semi calificado - cortadores6de tela
 

134 	 Tornero
 
Ingeniero en electronica
 
Tecnicos en electromecanica
 

135 	 Supervisor - experiencia en soldadura
 
Ingeniero en electromecanica
 
Tecnicos en electromecanica
Herrer
 

Supervisores de Linea - costura
 
Mecanicos de mantenimiento de maquinas de costura
 
industrial
 
Personal de oficina auxiliar
 

93 	 Tecnico mecanico de Prensa y Fotoconica
 

102 	 Ingeniero
 
Mecanico de refrigeracion

Maestros hojalateros
 

118 	 Mecanicos Industrial
 

101 	 Supervisores
 
Herreros
 
Soldadores
 



117 Necanico de manteniiento industrial
 
'Supervisores
 

127 	 Gerente de Contabilidad
 
Secretaria Bilingue
 
Supervisor - Ingeniero en Diseno
 
Mecanico - Tecnico Tornero
 
Secretaria Bilingue
 

125 	 Operarios de Maquina
 
Ebanistas
 
Tapiceros

Tecnicos de producion
 

113 	 Supervisores de Linea
 

136 	 Supervisor
 
Mecanica industrial
 

98 	 Tecnicos
 
Supervisores
 

124 	 Supervisor
 

114 	 Tecnicos de Refrigeracion
 

116 	 Secretaria Bilingue
 

115 	 Mecanicos de Maquinas Industrial
 
Operarios de Industria de confeccion
 

95 	 Operarios de maquina de coser industrial
 
Supervisores
 

123 	 Prensista
 
Fotomecanico
 
Guillotinista
 

003 	 Tecnicos Electrisistas y Electronicos
 

004 	 Operario de costura
 
Tecnico de mecanica de mantenimiento
 

005 	 Mecanico de mantenimiento en maquinas especiales de
 
hojales y bolsillos
 
Supervisor medio
 

010 	 Gerente de produccion
 
Mecanico Industrial - confeccion
 

014 	 Secretaria Bilingue
 



032 	 Operario de maquina de Tejido

Operario de Tejido a mano
 
Supervisores
 
Tecnologo industrial - ingeniero
 

034 	 Operario de maquina de coser
 

036 	 Operario de maquina de coser
 
Secretaria bilingue

Mecanico industrial
 

037 	 Mecanico industrial
 
Operario en costural industrial
 
Secretaria bilingue
 

039 	 Ingeniero industrial
 
Tecnologo industrial
 
Ingeniero electro-mecanica
 
Computacion
 

040 	 Supervisor

Secretaria bilingue
 

041 	 Supervisor
 
Mecanica industrial
 

035 	 Tecnico tabaquero
 
Cigarrero
 

036 	 Tecnico en control de calidad
 
Mecanico industrial
 

002 	 Mecanico industrial
 
Tecnico refrigeracion industrial
 

019 	 Mecanica industrial - confeccion
 
Supervision
 

020 	 Costurera
 
Mecanica industrial-confeccion
 

021 	 Supervision

Operarios en costura industrial,

Mecanica industrial - confeccion
 

022 	 Supervision

Tecnologo industrial
 

023 	 Supervisor

Mecanica industrial - confeccion
 

008 	 Operarios de maquina de coser
 
Operarios de costura a mano
 



009 Costureros
 

Necanicos
 

024 Personal semi-calificado en produccion del,tabacco
 

025 Operarios capacitado en confeccion de ropa
 

026 Operario semi calificado -,confeccion
 

027 Supervisores
 
Tecnicos
 

028 Costureros
 

029 Supervisores

Mecanico industrial - mantenimiento de maquina
 

030 Mecanico de taller
 
Mecanico de maquina

Supervisores
 

018 Supervisores
 
Mecanica industrial - confeccion'
 
Operarios
 

San Pedro de Marcoris
 

065 Operarios
 
Tecnicos en maquina de aguja
 

046 Supervisores de control de calidad
 
Hecanicos de maquina de coser curva
 
Patronista
 

080 Pintores de estatuas
 

Moldeo
 

081 Operarios de maquinas de pulik
 

082 Operarios de maquinas de coser maletos
 
Supervisor - tecnico
 

083 Electro- industrial mecanicos
 

084 Supervisores
 
Tecnicos mecanicos
 
Operarios
 

099 Mecanico industrial - confeccion
 

092 Mecanica de aguja
 

043 Operarios de maquina de coser industrial
 



044 	 Supervisor de control de calidad
 

045 Contable
 
Patronista
 

047 Tallador
 

Disenador de cristal
 

053 Tecnico en ceramica
 

056 Mecanico industrial en confeccion
 

057 Mecanico industrial - confeccion
 

058 Operario en costura de Zapato
 

059 	 Mecanicos electrisista
 
Plumeros
 
Supervisores
 

061 	 Costurero (semi calificado)
 
Operario de maquina
 

063 	 Supervisor de Produccion
 
Mecanicos en maquinas mero
 

064 Mecanico industrial - confeccion
 

066 Operario de maquinas de costura
 

067 
 Mecanico tecnico en mantenimiento
 

068 Cortadores calificado
 

069 Mecanicos de aguja
 
Supervisores
 

072 Mecanico tecnicos en maquinas industriales
 

071 Supervisores
 
Mecanicos industriales
 

070 Operarios de abrigo
 

071 Mecanico de maquina de coser industrial
 

077 Mecanico industrial
 
Instructores de costura industrial
 

078 	 Supervisores
 

079 	 Mecanicos industrial en mantenimiento de maquinas de
 
coser
 
Tecnico en control de calidad (Joyeria)
 



042 Operarios de maquinas industrial mero
 

129 Operarios de ruedo y Bolsillo - confeccion
 
,Costurero
 



Employers' Problems with Selected
 
Labor/Work Ethic Issues: By Size of Firm
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FIGURE B3-5 

Employers' Problems with Selected Labor/

Work Ethic Issues: By Economic Activity
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FIGURE B3-6 

Employers' Current Methods for
 
Conducting Training (n=134)
 

Informal 
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FIGURE B3-7
 

Employers' Current Method for
 
Conducting Training: By Size of Firm
 

100% 

75 % . . ....... 	 . .. .. ....


75% 

Eli(Not Applicable) 

.Combination 
50% •- - .. " -

E ] 	 In formal 

Formal 

25 	%[ ...........
 

Small (n=53) Medium (n=54) Large (n=24) 



FIG21E B3-8 

Employers' Current Training Methods 
for ervisors (N=135) 
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FIGURE B3-9 

Employers' Current Training Methods
 
for Technicians (N=118)
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FIGURE B3-10
 

Employers' Current Training Methods
 
for Semi-Skilled Workers
 

(n=123)
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FIGURE B3-11
 

Employers' Current Training Methods
 
for Unskilled Workers
 

(n=123) 
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FIGURE B3-12
 

Turnover Rate of Employees
 
By Size of Firm
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FIGURE B3-13
 

Turnover Rate of Employees
 
By Economic Activity
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TABLE B3-14 
ESTIMATED IN-PLANT TRAINING COST 

.:7 F AM PER HOUR OF INSTRUCTION 

zb IWO TMOO ENTREN. DIRECTO COSTO IND TOTAL PERS/ENT % SUELD HOPAS 
4" merto Mediu - - -2. 54 

La Veqa ':.qentcs Small No0- ....­ -

,a Ve 
TOTAL 3 

lu cc-
H P 

ma1 511 
2 

3.33 
3.33 

.1, 
2.19 5.52 

10 
290 

l, 120 

PROMEDIO 1 2 66.00% 3.33 2.19 5.52 145 75 300 

La Vela :iarri : Sal !, - -
La Ve:1 :i~arr Sti ;- - - -

.i.ea 
Werrera 

i': 
Tabaco 

ml 
Small 

i 
Si -

17 
- -25 

280801) 
100 

Wereg~ra Tabac,; Small Si---35 
Werrera Tabaco mal No 6 -..... 

TOTAL 6 6 2 0 1.75 0 335 
PROMEDJG 1 66.00% 0 1'75 0 111.67 90 97.50 

6 
La Veoa Eectrica ;mal 3i 3 ,:5 ,:5 60 
La Romara Electrica Medium i- 2.1 - 20 100 30 
La Pcmana El-kt-:Ca Lar;.? SI S1.7J630 
La Roana Electronj:. LarQ6 S1 - 2.1'' - 7 , 
La Roman; Electronic. Large Si 3 :. 3) 20 1 
La Romana Elect-oni:. Medium Si 5 1.35 26.35 40 74 
La Romana E'e:tronica .arge Si :5K5 3,33 75 0 -
La Reman Eectrori:a Larne Si 2.5 1 1,5 5o 100 
La Poaraa Electrorica Large Si 2.2 89 
La %oara Eiectrorni:a Lar-e 51 5 ., ,,4" 300 100 
La Romana Eectronica 'edium NO - .-
La Romana Ele:tronica Medium bi 5 1.13 .o l0 I0(. 
TOTAL 12 6 12 11 52.01 18.67 65,22 1000 
PROMEDIO P M G 91.67% 5.77889 1.69727 7,24667 90.9091 86.7 263.2 

1 4 7 
La Remana Farmaceutica Large S1 - 1.18 35 100 640 
La Romara Faraceutica Large 51 2.19 1.64 3.,2 4C.5 
La Pomana Farmacdutica Medium Si 4 1.81 5.81 35 79 58 
Santia o Farmacoutica Med1um No - - - - -
TOTAL 4 4 3 6.19 '5.63 9.64 110 
PROMEDIO H G 75.00% 3.095 1.87667 4.82 36.6667 84.67 549.33 

2 2 
can Isidro Muebles Small No - - - -
San Is:dro Muebles Smal!I: 15.: 3,5 157.7 20 100 1W. 
TOTAL 2 6 12 1 154.2 3.5 157.7 20 
PROMEDO P 50.00% 154.2 3.5 157.7 20 100 160 

2 
n ;1eles Medium i 4.06 1.15 5.21 15) 46 90 

Bani 5*. e- Medium Si - 1.1 - 35 60 130 
Bani pielea Small Si 2.5 1.56 4.16 35 85 60 



e5 M:eMedium W 3.5 4,5 40 E0 125 
baI Sll Selesi 22.5 ., 24.6; 25 60 
Sani Pieles S'mall Si 2.5 1.6 4 75 75 405 
Pto, Plata Pieles sma1l 51 - :,!; -' WIo !V 120 
:to Plata =ie!es Larie Si - .,64 - 5 x') 
Pto. Plata PieleB Medium Si 9.36 3.13, 12.51 -01 ;60 
Ft:. Plata Pieles 51aa1l Si 3.1. 1.0c 4,22, ,20 50 160 
Fto. r:ata Pie:es Medium 51 - 109 - - 50 50 560 
:t:. Pata Pieles Small n - 2.19 -, 60 50' 
Werrera Pieles Laroce Si 4.0! 1.6 5.85 406' 50 132 
Herrera Pieles Large 5i 3.15 1.84 J.; 150 51) 40 
TOTAL 14 14 14 54.27 24.05 70.03 1240 
PROMEDID P H G 100.00Y 6,03 1.71786' 7.78111 88.57 68.43 203.7! 

6 5 3 

Herrer Plasticos Medium Si 3.75 1.56 5.3 75 82.4 120 
Herrera P)asticos small Si 4.06 2.19 6.:5 10, !0) 40 
e-rera Flasticos Small Si 3.1 2.36' 5.46 1R 100 60 
Herrera Plumas ZtfaIl Si 3.75 2.19 5.94 70 100' 30 
werrera Te.tS1 mSW" No - - -... 

Rerrera Textil Mejwm Si - LI,7 , - 35 ,, 60 320 
-e.rera Textil Small Si, 11.62 2.19 13.86 2 1v 320 
werrer. Textil Small Si .2 1.5.. 4.7 31)0 60 
Herrera Textil Small No ..... 
Herrera Ttp:t:l Medium No - - , - -

Herrev? Textil Small Si 7.5 1.1; 9.69 1! 100 70 
extll SeaSmall Si 5 -.... 15 10 ' 20 

Santzaqo Te/ti' Larqe No - - --

SantIao Textil Large NO - - - -
santla:% Textil 5''alI No . , ,.. 
Santiago Text'l Large No - - -

Sant:sp: Texti Medium No - '"< 
Saetiaqo Textil Medium Si 3.17 1.32 449 is 100 220 
Santiaqo textil Medium bi - t616 
Santiago Textil Medium Si - 2.19 - 10) 100 40 
sartiaoo Te:,t Lare si 3 1.84 100 601 500 
Santiago Textil Medium 8i 3.9 3.33 ,.3 175 6,) ", 
santlaco Textil Large Si 3.5 2.5 6 200 40 IO 
Santiaqo Te'til Medium Si 3.5 1.84 5.34 50 60 24 
Sentlao: Textil Smal! No -..... 

.­'tiago Textil Medium Si 3.4 1.36 4.76 40 50 160 
Santialo Textil Medium Si 3.75 1.7 5.62 50 70 170 
Santiago Textil Medium Si 3.5 2 5.5 400 100 160 
Santia;c Testil Mediu 51 2.5 1.5 4,35 150 100 380 
Santiago Te til Medium SI 2.5 1,85 4.35 200 100 380 
Santiago Textil Large Si 2.17 1.31 3.56 300 72 27 
Santiago Textil Medium Si 2.19 75 10 240 



ESTADISTILCE ZF K AAMO 

-antiago Textil edu: Si5 " :,:;2. 100 10 
Santiago Tetil redium Si '4 . 5.5 40. 50 
Bantiago Te4til Small Si 4,3 1, 6.!2 25 5 oil) 
5;ntlago Tetil Larae Si 3. 1.;5 5.55 101 0 0 
Santiago Textzl Medium si 2.63 1.; 4,43 120 5 3) 
Santlaqo Textil Large Si 3 1. 4 4.84 300 100 120, 
Sentiao Textil Medium Si 5 1.31 6.31 150 78 8) 

5entlaqn Textil Mediui, Si 2,5 1.3i 4.2i I0 75 180 
",P. !cor:s Textil Small Ii -,); " - 50 So 441 

S.P, Macoris Te,til SmalI Si 6.25 2.19 844 100 100 120 
S.P. Macoris Textil Medium Si 3.75 2.15 5.94 50 100 20 
S.F. Macoris Textii Small 51 4.3; 1.87 6,25 30 60 30 
S.;. Macris Textil Medium Si 3.75 i.!? 5.94, 200 100 30 
S.P. Macoris Texti: Srail Si 5.63 Z.1 8.04 5C 60 3 
:.P.Maconrs Textil Small Si 3.75 .,1" 5,94 48 S8 720 
S.P, Macoris Teyt:1 SMall No .- ' -

SP.Macoris Textl1 Medium No - - - - - -

S,. Macoris Textil Large Si 2.25 1,:6 3.91 50 8e 1i8 
S.P. Macoris Textil Large Si - - 1500 100 150 
S.5 .Macoris TextIl Meium Si - 2.IZ - 50 75 180 
S.P. Macor1s Textil Mediu. Si 5 1..5 .6,5 100 41a 
S.. Macoris Textil Medium Si 3.5 1,31 3.5 40 71 176 
SP.Macor:s Textil Sma1' S4 3.25 4Z33 5.6 60 100 
S.P. Macoris Textil Mediui, Si A 1.75 5.75 75 80 15 
SP.4accris Texil Medium Si 62.5 45, 107.5 15O 50 30 
..F.Macoris Teti' i' Si - - 30 100 360 
S.P. Maccra Tehl edium Si . 3 2.19 5.19 s0 50 135 
SP.MacorIs 
..P.Macoris 

Tctfl 
Textil 

Large 
Mediui 

Si 
Si 

3.75 
-

1,57
2.19 

5.3I 
. -

250 
20 

50 
10 

160 
.44 

S.P. Macoris Tetil Medium Si 3.6 2,1? 5X99 100 100 120 
S.P. Macuris TA.I, Sall No .... 

5.P. ma:oris Textil Medium Si - 2.19 - 150, 100 160 
5.P. Macoris Textil Small Si 2.5 2,1 4.69 100 100 120 
S.P. Macoris Textil Medium Si 5 1,14 6,14 100 50 576 
S.P. Macoris Textil Medium Si 3.75 2.18 5.93 100 50 
S.F. Macoris Textil Medium No -. - - - - -

S.P. Macoris Textil Small Si 2.i - ,50 ;0 .480 
S.F. Macoris Textil Small Si - 1,7 2-'5 90 90 
S.P. Maccris Textil Rmall Si, 3.75 &,1 5.93 15 100 24 
S.P. Macoris Textil Small SI 3.1U 2.19 5.32 10 50 16 
S.D. Macoris Textil Small 51 2 2.19 4.19 100 100 40 
S,. macoris Textil Medium Si 62.5 ",A 64,06 201 71 22.44 

S,P. Macoris Tubos Smal Si - 1 - 50 1I0 
S, Macor, s Vdrio Small No ...... 
S.P. Macoris Zaoatas Medium SI 25 2 27 32 100 2) 
S.P. Macoris Zapatos Medium Si 3 2.02 5.02 3 to( 20 



ETuDI;TICAS ZF FriRAMO 

S.P. 4acor:; Zaatos Larqe'- A. 70 10) 480 
TOTAL 79 6 12 -11 99.38 ,17.3 111.52 646 
PR IO P H G 91.67%/ 16.533 1.92222 18.5867 64.6 84.6 129.244 

29 38 12 
OTRAS 
-a'-ea Ceraica Small o - -

5antlazo Fibras Vidrio 'eciumNN O - - -

iaptiaqo 5a;as Medium Si 10 - - , 6 100 ) 
Itabc Imoresos Small 51 - 2.19 - 100 
Itabo imoresos - Si 3.19 - IS0 1O0 60 
t Jovas 5mall Si 12,E5 3.5 16.2 250 100 -
Itbo jo'.as Sdimsi 2.31 1.46 .77 3504 
!tEbo joas sma; SA 2.5 1.4 ',3 0 100 264 
.an 
Herrera 

Mi:ePetaluria 
Pincelec 

Mediu 
Mediu 

si 
S1 

-

8 
1.3 
1.64 

-
,6 

20 10) 
100 

F2 

TOTAL 10 6 12 11 41.66 15.61 40.06 , 1036 
PROMEDIO p H SC 91.6711. 8.332 2.23 10.015' 129.5 90.75 187.2 

4 5 1 



TC'iSTiC AS TOT ALEZ 90N AS FRANC AS 

"ZOtA RAMO TAMANO ENTREN. DIRECTO COSTO IND TOTAL 9 SUELD HORAS PERS/MT 
U'Vg Textil Medium SI - - 50 , 480 20 

La Vega rextil Small No -- - -

La Vqa Textil Small No - - - "- -

La Yeid TeAhl Small No - - --
L) Vega Textfl smaii NoNo - - -

La Vega Texlil Small Si - 1.75 o-80 160 280, 
La voga Texil Small Si 3.33 2 19 5.52 100 120 10 
La Vega Textil Small Si 3 i25 425 60 160' 90 
La Romaw Textil Medium Si - 2.19 - 100- '30 20 
La Pomana Cigarrillos Large SI 2.81 1.87 4.6 88 90 130 
La Pomana Eleotr6nica Larce Si - 2.19 - 80 240 75 
La Rumana TextIl Larqe Si 3 1.36 4.36 74 260 100 
La Rornana Eleotr6nica Medium Si 25 1.35' 26.35 74 400 40 
La Romana rextil Largp Si W.5 1 83 4 33 100 - 75 
La R,:mana Textil Large Si 2.5 1 3.5 89 100, 50 
d Rorrana Textil Large Si 2.2 1.86 4.06 89 500 20 
aRomanra Textil Large Si 5 1.84 6.84 100 352 30 

ra Rrr. n textil Medium No - - - - -

La Pomana Tetil Medium Si 5 1.93 6.93 100 "' 500 100 
Ld Romarnr Textil Larqe Si - 2.18 - 100 640 35 
La Rornana Farmace6lica Lan ge S1 2.19 1.64 3.83 75 480 40 
La Romana Pirales Medium Si 4 1.81 581 79 528 Z5 
Santiaio Textil Medium No - - - - -

Sauhatio Textil Medium No -.... 

3anhii~go Electr6nica Medium Si 10 - 100 80 n 
tabo Textil Small Si - 219 100 - 98 

Itab,) Farmace6tva - :Si - 3.19 "- 100 60 180 
Itabo Electr6nic. Small Si 12.85 3.5 16.35 100- 250 

;taboRf~1 Elevtr6riic.e, Medium Sl 8.31.)-." 1.46 9.77 26 480 350 
,,aeo,e c .Small SI 2.5 1.8 4.3 100 264 90 

;an I.idro Textil Medium Si - .8- - 100 52 20 
San Isidro Electri,6n Small No .-.... 

San isidr, Eleotr6nica Small Si 154.2 3Z 157.7 100 160 20 
Bani Textil Medium Si 406 1.15 521 48 90 150 
Bani TeWl Medium Si - 1.12 - 60 1,730 -35 
Bani Textil Snall Si 2.5 1.56 4.06 85 60 35 
Bani Textil Medium Si 3 1.5 4.5' 80 135 40 
San! Muebles Small Si 22.5 2.19 24.69 75 60 35 
Bani Textil Small Si 2.5, I .56 4 , 75 40, 75 
Pto. Plata Pieles SMll Si - 2.19 - 100 120 100 
Pto Plata Textil Large Si 1.64 - 75 120 50 
Pto Plata Pieles Medium S1 9.38 3.13 12.51 1o 960 30 
Pto. Plata .Joi.1as Small SI .3.13 1.09 4.22 50 160 21' 
Pto. Plata Textil Medium S, - 1.09 - 50 360 50 
Pto. Plata Pieles Small Si - 2.19 - 60 80 70 
HerreraIHorrera Textil 

Textil 

Large 

Large 

Si 

Si 

4.05 

3.15 

1.8 

1.84 

585 

4.99 

50 

50 

132 

40 

400 

1.50 
Herrera Textil M1edium Si 8 1.64 9.64 100 - 20 
Herrera Textil Medium S 3.75 1.56 5.31 83.4 120 75 
Herrera Pl6-tioos Small S 4 06 2.19 6.25 100 40 to 



TAi3.T iGAS TOT ALES .ONA3 FRANCAS 

errera Pl6sticos Small Si 3.1 2.36 5.46 100 60 19 
Hfrrera Pl6ticos Small Si 3.75 2.19 5.94 100 30 70 

Herrera Eliotrioa emall Si - . - 100 - 25 
H,'rrera Eletrica Small Si - - - - - 35 30 
Herr era ElJitrica Small No - - - - -

Her rer) Impresos Small No - . .. .. 
HKrrera r,,Vrs Medium Si- 87, - 60 320 35, 
Hprru'a Ahrnenifh. -Small .si, 11.62 2'1 9' 1...86 101) A21 2 
Herrer d Alimentos Small Si 32 1.5- 4.7 90 60 50 
Her rera Fieles Small No - - -

Herrera Mueble, Medium No - - - - -

H.errera S"small Si 7 5 2.19 9.69 '100 70 15, 
Herrer'a Metalurgia Small Si " - - 100 20 15 
3antiago Textil Large No - - - - - -

-antiago Textil Large No - - - - - -

Santiagn Pieles Small No - , - - -. 

antwao TeAtil Large No , - - -­

;antiago Pieles Medium No - - - - - -

-,antao Tabaco Medium S, 3.17 1.32 4.49 100 220 18 
3.anfla,l,T3ba,,oo Medium Si - -­ 100 616 60 

tzao Tabdco Medium Si - 2.19 - 100 40 100' 
Santidgo Fieles Large Si 3 1.84 100 600 500 
,antiago Textil Medium SI 3.9 3.33 7.23 60 72 175. 

Peles Large Si 3,5 2.5 6 40 181 200 
SdrtagO letil Mediumn Si 3.5 1.84 5.34 80 24 50, 
Santibago Cgarros Small No ...... 
Santiago Textil Medium Si 3.4 1.36 4.76 50 160 40 
..nflao Textil Medium Si 3.75 1.87 5.62 70' 170 50 

Santiago Iextll Medium Si 3.5 2 5.5 100 160 400 
3antiago Fieles Medium Si 2.5 1.85 4.35 100 380 150 

.rtiago rextil Medium Si 2.5 1.85 4.35 rj0 380 200 
Santiago Toxtil Large S 227 1.31 3.58 72 27 300 
-antiago Textil Medium Si - 2.19 - 100 240 75 

antiago Textil Medium Si - 2.19 - 100 1G 100 
Santiago Cigarros Medium S1 4 1 5 5.5 50 40 100 
Santiaqo Pwles Small Si 4.3 1.8 6.18. 50 340 25 
dntiaqo PReles Large 51 3.8 1.75 5.55 80 180 100 

Santiago Textil Medium Si 2.63 1.8 4.43 85 80 1 .0 
ntago rextil Large Si 3 1.94 4.84 1 0 120 300 
'af1hw Textil Medium S1 5 1.31 6.31 75 80 150 

Santiago Textil Medium Si 2.56 1.3* 4.28 75 180 100 
P. Macori Textil Small Si - 1.09 - 50 44 50 
P Macon Textil small Si 6.25 2.19 8.44 100 120 100 

S P Macon TextI Medium Si 3.75 2.19 5.94 100 20 50 
P. Macori Te til Small Si 4.38 1.87 6.25 60 30 7-, 

3P I-haori Textil Medium 51 3.75 2.19 5.94 100 30 200 
v,P Maoori Vidiro Small Si 5.83 221 8.04 60 30 50 
5P. Macur Cerimica Small S1 3.75 2.19 5.94 88 720 48 
".P. Mdcori Textil Small No - - - -

.P. Macori Textil Medium No - - - , 

.P Mac.ori Textil Large Si 2.25 1,56 3.81 80 189' 5 



TADISTICAS TOTALES ZONAS FRANCAS 

.P Mdqvori Pleles Large Si - 272 100 180 500 
:. P. ilaori Textil Mediurm Si - 2.19 - '75. IS0 50 

P Macon Textil Medium S 5 1.95 6.95 84 40 100 
. P Maour Textil Medisun Si 3.5 1.31 3 5 71 176 40 
P. Macori Farmac utica Small Si 3.25 2.35 5.6 100 500 60 
P fHacori Textil Medium S1 4 1.75 5.75 80 15 75 

SP Macori Joyas Medium Si 62.5 45 107.5 50 30 IS0 
- P l vn)ri~Plumas Small S - - - 100 360 30 

P Macori Textil Medium Si 3 2.19 5.19' 50 135 .80 
3F..'Iacori Zaptos Large S, 3.75 1.57 5.32 .50 160 250 
:.P Macori 
SP M'ori 

Zapatos 
Textil 

Medium 
Medium 

S1 
Si 

-
3.8 

2.19 
2.19 

-
5.99 

100 
100 

44 
120 

20 
100 

P Mar.vri Pieles Small No -. 

3P Mlcori Textil Medium Si - 2.19 - 100 160 150 
SPMac~i Zapatos Sma~ll Si 2.5 2.19 4.69 100 120 100 
P t,,ri Toxftl Medium Si 5., 1.14 6.14, 90 576 too 
P Macoci Textil Medium Si 3.75 2.18 5.93 50 - 100 
P facon Textil Medium No -... - . 
P lacori Farmaceutica Small Si - 2.19 - 90 480 50 

mPMi:r.,ri Oulces Small Si - 1.97 - 90 90 25 
P Macon Fibras Vidno Small Si 3.75 2.18 5.93 100" 24 15 

3P Mavori Gafas Small Si 3.13 2.19 5.32 50 16 100. 
P Macon Pieles Small Si 2 2.19 4.19 100 40 100 
P Macon Ele,-ftr6nua Medium Si 62.5 1.56 64.06 7i 22.44 201 
P Macori Textil Small Si - 1 - 45 100 50 

-.P.Macori Textil Small No -.. - - -

,P Macori Textil Medium Si 25 2 27 100 20 32 
P Ma,.oi .Joeas Medium si 3 2.02 5.02 100 20 3 

-;P. Macori Textil Large Si - - - 100 480 70 

TOTAL Yes 102 $643.31 $231.81 
PROMED!0 No 38 $8.35 $2.34 $12.08 87.01 190.53 96.23 

Total 130 
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INFORMATION SERVICES SECTOR
 

Current ODerations
 

Currently there are three major information service operations in
 
the Dominican fepublic: Caribbean Data Services (CDS), the
 
Dominican Telephone Company (CODETEL) and SDC. Caribbean Data
 
Services, a subsidiary of k-merican Airlines, is doing slower
 
turnaround data entry work (source documents and computerized

data transported by air freight). CODETEL, a subsidiary of GTE
 
Corporation, is carrying out more sophisticated data conversion
 
work in the area of computer-aided engineering design (CAD).

They also pioneered the use of 800-number voice center answering

services and have plans to do faster turnaround data entry work
 
(source documents and computerized data transmitted
 
electroniLally) in the future. SDC, a subsidiary of
 
Westinghouse, is carrying .,ut software design work.
 

CDS, located in San Isidro Office Park, is the only operation

physically lc-ated in an IFZ. Aside from San Isidro Office Park,

three uther IFZs have specifically targeted information serices
 
as part of their promotional strategy: Itabo, Villa Mella (tinder

construction) and Las Americas (under construction). CODETEL's
 
information services operations are located in Santo Domingo and
 
operate under CODETEL's bilateral contract with the Dominican
 
government. CODETEL has also sought approval as a "Special IFZ"
 
for its future data entry activities. SDC operates under a
 
special extension of Westinghouse's operations in the Itabo IFZ.
 

Both Caribbean Data Services and CODETEL were interviewed luring

the course of this study. The followig section disciisses in
 
more detail their specific labor and training needs.
 

Lbor and Training Needs 

Labor and training needs is one of the major facf;ors affecting
the productivity and expansion of ='s data entiy operations.1
The most critical need of CDS is for unskilled/somi-skilled

workers or "keyers". Leaders, supervisors and shift raanagers can
 
be promoted from within current employees as the firm expands its
 
operations.
 

2 The major factor affecting CDS's productivity is lack of
 
adequate transportation for workers in the zone. The problem has
 
been addressed and partially resolved, but at a high cost to the
 
worker. According to COS calculations, the average worker spends

approximatly 16 percent of their salary on transportation.
 



CDS is currently facing two major problems with keyers which has
 
caused the firm to reevalute its recruitment and training policy:
 

o 	 The productivity of keyers often declines with time as
 
workers get sloppy, pick up bad habits or begin to
 
experiment with established guidelines. CDS has had to
 
invest additional funds in retraining these workers;
 

o 	 There has been a fc2"rly high turnover among workers (20

- 25 percent), due to the rigid workschedule and
 
opportunities for alternative employment in the growing

financial sector in Santo Dimingo. CDS is seen only as
 
a temporary training ground.
 

As a result of these two problem3, CDS is considering two
 
alternative solutions: 1) recruit less qualified workers, which
 
will increase initial training costs but lead to lower turnover
 
rates as workers will be more interested in job security; or 2)

keep the current recruitmnt standards, with the understanding
that the high turnover will require the maintenance of a
 
continuous training progra.
 

One 	recommendation made by CDS was for USAID/HRD to assist in
 
upgrading the Liceo Victor Estrelia Luz (astate-owned commercial
 
school) by providing computer hardware. CDS has been satisfied
 
with 	the quality of students from the school, with most typing 60
 
w.p.m. However, they have limited, if any, experience with
 
computers Cue to lack of hardware.
 

Keyers are not required to have previous computer or English

training, although CDS prefers that they at least be familiar
 
with the computer. Trainees must be able to type a minimum of 12
 
w.p.m. Duz ng the training period the trainees must increase
 
their speed to at least 30 w.p.m.
 

Training is conducted in-plant by CDS staff over a 12-week
 
period. It consists of practical training on the CDS systems and
 
equipment and a one month apprenticeship. Training costs are
 
approximately $3,000 to $4,00/year per worker.
 

Previous co-Aputer experience is also not mandatory for
 
supervisors. However, they must Le bilingual as they serve as a
 
vital link between the English-speaking client and the Dominican
 
workers3 .
 

3 CDS in the Dominican Republic carries out contract data
 
entry work for outside clients, unlike American Airlines
 
operation in Barbados which handles only in-house work. Each job

is slightly different in terms of of its specifications. They

must be thoroughly understood by the supervisor and communicated
 
to Ga.e leaders and keyers in an effective and timely manner.
 



CDS currently employs approximately 300 persons. They plan to
 
add one additional shift in 1988 and to double the size of their
 
operations by 1989. The following table summarizes additional
 
employment projections for 1988 and 1989:
 

PROJECTED EMPLOYMENT NEEDS FOR CDS, 1988 and 1989 

Shift manager 	 1 3
 
Supervisors 	 3-4 
 9-16
 
Leaders (semi skilled) 12 36
 
Keyers 120 360
 

Though not a major problem, CDS has experienced some labor
 
problems (attempted strikes), partially related to the
 
transportation problems. Management attributes this to the fact
 
that their workers are better educated than the average worker in
 
the apparel and assembly operations, and therefore have higher

expectations of services which the employer should provide.
 

Unlike CDS, managers of CODETEL's computer-aided design operation

do not consider labor shortages or training to be a major

constraint to growth and expansion. In fact, management stated
that they have actually had an excess of qualified workers. 

CAD work is more labor intensive and requires skills superior to
 
those of data entry operators. Normally, CAD firms require

personnel with some engineering training, although they prefer

that it not be too advanced as this encourages higher turnover.
 
The major skill categories in CODETEL's operation are: keyers,

supervisors and analysts (which prepare the information fcr
 
keying). There are currently about 300 persons employed in this
 
operation. In summary:
 

o 	 Keyers are students with background in architecture,
 
design, computer science. CODETEL management estimated
 
that there are approximately 7,000 students of computer

science in Dominican universities at present time.
 

o 	 CODETEL initially had a problem with hiring of
 
analysts. They were hiring 4th and 5th year university

engineering which were overqualified. This led to a
 
high turnover. Current analysts are normally 1st to
 
3rd year students.
 

" 	 The initial supervisors for the CAD operatin were 
CODETEL employees brought in from other divisions. 
Supervisors are now promoted from within the current
 
ranks of employees.
 



o 	 In the early stages of start up, CODETEL did have
 
difficulty in finding certain technical staff. In at
 
least 2 cases, when qualified candidates were found
 
they were sent to the U.S. to further develop their
 
expertise and have come back to train others.
 

As with CDS, CODETEL prefers not to hire personnel with outside 
computer training. It can take more time and resources to 
unlearn bad habits than to train a worker totally unfamiliar with 
computers. All training is conducted in-house. Initially, a 
packaged training or tutorial program was used and over time has 
been modified to meet the specific needs of CODETEL's operations.
Analysts receive 4 weeks of training - 3 weeks in the classroom 
and 1 week of practical training on-the-job. Keyers receive 
general training. 

CODETEL has plans to expand its computer graphics operation in
 
1988 and will require the following personnel: 1 adminstrator, 5
 
supervisors, 10 analysts and 40 keyers.
 

Growth Areas
 

Slower turnaround data entry and computer graphics/computer­
aided design are the current growth areas for information
 
services in the Dominican Republic. Other emerging sectors,
 
according to a report by consultants to the Investment Promotion
 
Council, are voice center operations, fast turnaround data entry
 
services, translation services and software services4 .
 
Translation services is a small market.
 

Expansion into most of these areas by the Dominican Republic will
 
depend on upgraded and competitively priced telecommunications
 
services, as the data is transmitted by fascimile. The necessary
 
upgrading has been accomplished through the construction of the
 
Jupiter Teleport, located near Santo Domingo. This teleport,
 
constructed by GTE/CODETEL, can provide the country with lower
 
cost, higher quality telecommunication services, depending on
 
final tariff rates which have not yet been established. Once the
 
prices are established, these services will be marketed to all
 
IFZs in the Dominican Republic.
 

The growth of voice center and quick turnaround data entry in
 
particular will depend on prices set by the international
 
telecommunications service provider (CODETEL or other private
 
company). It is not recommened that USAID move to establish
 
training programs to meet the needs of these industries until
 
rates have been set. If rates established are competitive with
 
U.S. 	rates, the growth of these industries will bring an increase
 

4 Please refer to "Sector Profile: Information Industries in
 
the Dominican Republic", Investment Promotion 'ouncil of the
 
Dominican Republic, November 1987.
 



in demand for bilingual secretarial skills, and more advanced
 
English training (with an emphasis on verbal skills) for voice
 
center operations.
 

Emplovment Projections
 

With an aggressive telecommunications pricing strategy, it is 
estimated that 10,000 jobs could be created in the information 
services sector over the next 10 years. Current CDS and CODETEL
 
operations are large by industry standards - the average offshore
 
data entry operations employs 100 workers compared to 200 for
 
CODETEL and 300 in the case of CDS. However, 100 has proven to
 
be a manageable operational size, and pool of future clients as
 
large as CODETEL and CDS is quite small. Using the industry
 
average of 100 as a guide, approximately 100 new firms would be
 
expected to install in the IFZs during the next 10 years.
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IFZ RECRUITMENT SERVICES IN THE DOMINICAN REPUBLIC
 

Recruitment services offered by the industrial free zonos 
(IFZ) in the Dominican Republic range from simple manual systems
to more complex screening and maintenance of computerized data
 
banks. Most of the IFZs offer basic assistance to candidates in
 
filling out employment applications, and make those applications

available to firms upon request. This work is usually carried
 
out by the receptionist and/or secretaries in the zone 
administrative offices.
 

The new, "higher end" zones such as San Isidro and Itabo
 
also offer initial screening of candidates and employ full time
 
Recruitment and Personnel Directors. The San Isidro Office Park
 
and Industrial Free Zone maintain a Personnel Office outside the
 
zone, in the Ozama area. The office is open five days a week,

from 8 - 5 p.m., and provides a convenient alternative to
 
applicants who would otherwise have to make the longer trip to
 
the zone. The office recruits personnel and carries out initial
 
screening of applicants through appropriate aptitude, dexterity,

psychological and English language testing. Informa,.ion on
 
available candidates is maintained in a computerized data bank by

job type, level of experience and name. Client firms in the
 
Office Park and IFZ are charged a flat fee for each person

recruitad through the Personnel Office.
 

Initial recruitment in San Isidro was conducted through

door-to-door canvassing in the eastern neighborhoods of Santo
 
Domingo (Ozama, Villa Duarte, Las Americas, Los Minas, San
 
Isidro, Maney). As a result, approximately 15,000 applications

for unskilled, semi-skilled and skilled positions were received.
 
Recruitment in 3ther IFZs has also been done through radio and
 
newspaper advertising. In Bani, 3 days of radio announcements
 
regarding openings in the new free zone attracted 5,000
 
applicants.
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SUMMARY OF TRAINING CENTERlS VISITED
 

1. FORMAL. HIGH SCHOOL LEVEL TECHNICAL TRAINING INSTITUTIONS 

Instituto Tecnico Salesiano 340 Students
 
Contact: Padre Julio Soto Santo Domingo

Areas of Training: Electronics March 7, 1988
 

Electricity
 
Metal Mechanics*
 
Graphic Arts
 
(Includes Welding)
 

Strengths: Well run center with 4 Salesian priests and access to
 
Salesian's world wide vocational-technical curricula network.
 
Nearly 100% job placement of graduates with generally well
 
equipped shops and dedicated teaching staff. Individualized
 
training materials are used in electricity and electronics
 
(Phillips). Production irs intograted with instruction to help
 
cover educational expenses, employing 12 instructors and
 
approximately 30 workers.
 

Weaknessess: Budget limitations which do no. allow the
 
institution to offer more than one training shift (in the formal
 
mode) from 7:30 A.M. to 4:00 PM and shortages of shop materials
 
for trairing. Welding shop does not appear to receive much use,
 
as compared to other shops. Individualized training materials in
 
electronics and electricity are very dated (1972).
 

Observeions: This center is currently only offering one shift
 
of training on the formal, secondary level with no nonformal or
 
evening programs. The institution is willing to contract
 
training for Fee Zone (FZ) firms as long as contracts vre clearly

defined with appropriate resources being provided for training.
 

They have a small computer lab with 20 computers and are
 
integrating computer instruction with all areas of study, as a
 
complementary tool for a skilled trades person ot supervisor.

However, Graphic Arta does not have computerized desk top

publishing or type setting. Similarly, metal mechanics has 
no
 
CAD-CAM equipment or software, but this technology is reportedly

being used by some FZ firms.
 

The welding shop has no MIG, TIG or flux core welding capability.

It can be argued that existing equipment meets current needs for
 
training young people as precision menhanics who eventually work
 
themselves into supervisory positions because these graduates are
 
rarely employed as welders. However, if nonformal training is to
 
be offered in the evenings and on weekends, and to assure that
 
other metal mechanics students are familiar with modern welding

techniques, equipment updating should be considered for thio
 
shop.
 



The electronics lab lacks communications training equipment and
 
digital electronics training stations are limited (5 micro
 
processors).

Instructors are often former graduates of the institution have 
had some private sector experience. Technically these
 
instructors seem to be well prepared but the pedagogical

preparation of these instructors has been minimal. Apropriate,

short-term pedagogical training could help enhance the quality

and efficiency of training.
 

Instituto Politecnico Loyola 2,500 Students
 

Contact: Director of Voc. Ed; Senor Polanco San Cristobal
 
Areas of Training: Primary School
 

Secondary School (Academic & Technical)
 
Electricity
 
Electronics
 
Metal Mechanics
 
Diesel Motor Mechanics
 

Strengths: A very well run school with a staff of 16 Jesuits and
 
nearly 100% job placement. A strong community outreach program

with three levels of nonformal skill training (1) INFOTEP
 
programs taught by IPL instructors; (2)private sector contracted
 
training; and (3)other nonformal programs organized by IPL.
 

Generally well equipped shops, dedicated instructors, and
 
vocational technical programs in two shifts 7:45-1:45 (Formal) &
 
4:00-8:30 (Nonformal) and Saturdays for additional nonformal
 
training. Electronics students are using English language

training materials by their final year of studies, which makes
 
these graduates particularly valuable because of their ability 0
 
read equipment manuals in Lnglish for servicing and repairing

equipment.
 

Weaknesses: Wood working, welding, metal mechanics, and foundry

shops are dated. Foundry, word working, and welding shops do not
 
appear to receive much use, as compared to the shops. Like many

other centers, there is a relatively high staff turnover rate of
 
technical instructors because of low salaries.
 

Observations: While this institution already has a program for
 
contracted training, they are also open to doing more in this
 
area. They could benefit from shop equipment updating, in most
 
of the same areas mentioned above for the In:tituto Tecnico
 
Salesiano. Also, like the Salisian training center, short term
 
instructor training programs could be beneficial because this
 
institution also hires its own graduates as instructors,

instructors have little.pedagogical preparation, and the turnover
 
rate for instructors is 4-5 years.
 

This center is also very interested in obtaining assistance for
 
financing nonformal training for low income studentsi. Cirrent
 

/
 



provisions for student loans require financial guarantees which
 
many lower income people cannot provide.
 

The center would also appreciate assistance in developing closer

ties with industry for obtaining training materials for students.
 

Politecnico Nuestra Senora de la Merced 
 2,000 Students
 

Contact: Madre Sebastiana Estebez Santiago

Areas of Training: Primary School March 8, 1988
 

Secondary School
 
(Academic and Technical)
 

Accounting

Sewing

Cosmetology
 

Strengths: Well run school, recognized as providing quality
education and confirmed by high job placement rates for those f'ho

choose to practice their trades. In addition to the traditional

academic, secondary accounting Lind scretarial programs, this

politecnico offers nonformal training using individualized
 
training prograos for sewing; allowing students to learn at their
 
own pace.
 

Weaknesses: Although many of the nonformal sewing graduates

obtain employment in the FZ or are currently working in the FZ,

the school has no industrial sewing equipment. Recently, an FZ

fira offered to provide several industrial sewing machines but

the school has not yet received the equipment. They have also

had difficulty in supplying sufficient material for students.
 

Requisites for receiving training are based on academic
achievement (completing the 8th grade) which may be disqualifying
many people who have the capability of becoming very productive
machine operators. Normally, training participants for this type
of training, for employment in apparel industries, are selected o
the basis of manual dexterity test rather than academic 
achievemtn levels.
 

Objervations: Nonforwal training programs in sewing are offered
 
in the afternoons and evenings. The same religious order has a

small nonformal training facility in a poorer section of town,

training young women in sewing, many of whom obtain employment in

the FZ. 
 This smaller training facility could also use additional
 
resources 
(training equipment and student selection materials).

The Director also expressed her interest in contracting training

for FZ firms, providing that the required resouces, and

establishing closer ties with the private sector.
 

AkP
 



Escuela Salesiana de la Veaa 
 200 Students
 
Contact: Padre Romero 
 La Vega

Training Area: Agriculture March 58, 1988
 

Sngths: This school is located directly in front oi the La
Vega FZ and has excellent facilities for agricultural
 
instruction.
 

Weaknesses: Traditionally, most of the school's graduates were

hired by the government as agricultural extension agents. Over

the past several years, however, the government has not been

hiring additional employees in this area. 
As a consequence, only

about 50% of the school's graduates obtain employment.
 

Observations: The is
school interested in diversifying its
 course 
offerings, preferably in agro-industrial areas, and also

developing production activities which could coer a 
larger

portion of their recurrent costs. Technical assistance in these
 
areas could be particularly beneficial for the future of this
 
center, for exploring formal and nonformal training and technical

assistance opportunities for meeting regional development and
 
training needs.
 

School personel have attended several meetings with FZ firms id

have expressed their willingness to assist in training p.og...s

but the FZ 
firms have not been clear on their training needs or

contractual arrangements for providing training. While 
the

school has only one classroom/shop available for training and no

equipment or instructors for training industrial sewing machine
 
operators, Father Romero expressed his willingness to enter into
 
a contract relationship with FZ firms and search out the required

resources if the contract would clearly state what training is to
 
be provided and cover the school's expenses.
 

2. Nonformal Training Institutions*
 

*Note: Two of the institutions mentioned above (Instituto

Politecnicc Loyola and Politecnico de 
Nuestra Senora de la
 
Merced) also offer nonformal training.
 

Escuelas Vocacio-nales de las Fuerzas Armadas 
 3,208 Students
 
Contact: Col Richardson 
 Santo Domingo

Areas of Training Graphic Arts 
 Bani
 

Typing and Office Skills Barahona

Refrig. & Air C. Painting/Int. Decorating Romana

Radio/iV Repair 
 Auto Body Repair. Victoria*
 
Tailoring Wood Working 
 Miches
 
Dress Making Elect. Motor Repair 
 Moca
 
Welding Industrial Electricity Nagua

Upholstery Diesel Mechanics 
 Pimental
 
Plumbing Automotive Mechanics 
 San Pedro
 
Motorcycle Mach. Metal Mechanics 
 Santiago*
 

*(Prison School)
 



Strengths: These are well run schools with community outreach
 
programs for enrolling young people and adults who are seeking to
 
learn a trade in a short period of time (9 months), with
 
civilians making up about 90% of the enrollment. Completion and
 
job placement rates are high, and estimated to be about 90% and
 
80% respectively.
 

Weaknesses: Classes begin at 8:00 AM but shop facilities are

normally not in use after 1:00 PM. While the 9 month training

period is attractive for people seeksing a quick training program

for obtaining employment, exteneing the training day until 4 or 5
 
PM could assure that students would reach higher level of
 
proficiency in their trades.
 

Observations: INFOTEP funding or FUNDAPEC'S student loans could
 
allow these schools to extend their training day and offer
 
additional courses in the evenings. Personnel in Santo Domingo

expressed interest in meeting with FZ firms to help fill training

needs and would consider redesigning some of the schools'
 
training curricula based on FZ employment opportunities.
 

This network of schools could be a very important resource for
 
meeting some FZ training priorities because of the number ot 
schools in various geographic locations. The school in Sar ;o

Domingo also has some excellent training equipment (Lab Volt for
 
Industrial Electricity and Radio/TV Repair; and Tecnovate for
 
Refrigeration & Air Conditioning), but they do not have all of
 
the accompanying training manuals for this equipment.
 

INFOTEP 7,000 Students
 

Contact: Ing. Eddy Matos; Dir. of Operations Santo Domingo

Areas of Training: All basic training areas Mobil Centers
 

S ngths; INFOTEP funds nonformal training programs in other

training institutions and also contracts special instructors for
 
meeting special needs. This major source of financing could be
 
extremely important for meeting FZ and other private sector
 
training needs.
 

Weaknesses: At 9:30 AM very few shops at the national center
 
were in use and some shops reportedly receive little use
 
throughout the year. Comparatively high training costs at about
 
L.P.160 ,er participant hour of instruction, the highest training

costs recorded of any of the institutions visited. (NotL It
 
was not possible to identify capital investments or obtain other
 
information on the current budget; calculations were based on
 
budgets from former years and this year's courses made by the
 
contractor and 6,500 people in skill upgrading courses estimated
 
to be approximately 90 hours in length by INFOTEP personnel).
 

obevtis: The I1FOTEP personnel interviewed were not able
 



(or willing?) to provide information on their budget, operating

costs, or capital investments. Their annual report for 1986 is
 
still under preparation and the last available report is for
 
1985. It was also explained that INFOTEP did not have to respond

directly to all of the private sector's training needs or
 
priorities because the private sector also has a responsibility
 
to do its own training.
 

When asked if they would then consider reducing private sector
 
payroll taxes when an individual firm financed its own training
 
programs, as allowed under the INFOTEP law and Reglamento No.
 
1984, it was explained that the private sector had to meet its
 
responsibilities for training as well. While it 
would be
 
difficult to argue that an institution like INFOTEP does not have
 
social responsibilities or should not serve the nation's society
 
as a whole, there did not appear to be a great deal of enthusiasm
 
for responding directly to private sector training priorities.

This is a disconcerting position for an institution to take, when
 
it receives its financing from a 1% payroll tax on employers and
 
a 0.5% tax on employee's wages.
 

On the more positive side, INFOTEP is establishing two mobile
 
apparel industry training facilities which will be able to go

directly to FZ locations for both job entry level and skill
 
upgrading training. INFOTEP's supervisor training program is
 
also an important resource. This course was developed based on
 
the Colombian SENA model, which is respected throughout Litin
 
America, and INFOTEP instructors are also contracted by APEC
 
University to provide supervisory training.
 

Another very important training resource which INFOTEP can offer
 
is through contracting existing centers for delivering training
 
programs, as they are doing with the Institute 
Politecnico
 
Loyola. Through this mechanism INFOTEP could assure that
 
training needs will be met for all existing FZs and those under
 
construction; using Liceos, colegios, or even warehouses with
 
contracted training. Uder a strategy of this type, INFOTEP
 
should not be encouraged to build additional training centers but
 
make more appropriate use of existing centers and other public

sector buildings which can be used for vocational-technical
 
training.
 

Instituto Dominicano de Tecnologia (IDT) 	 1,000 Students
 
Contact: Ing Eduardo Sagredo 
 Santo Domingo

Areas of Training: 	 Diesel Mechanics
 

Electicity
 
Metal Mechanics*
 
Computer Maintenance & Repair

*(Includes Welding)
 

,A
 



Strengths: This nonprofit training center offers an important

training option for lower income students. It is a good example

of what can be done on a very limited budget at a current cost of
 
about P.500 per annual participant, with no public sector
 
subsidy. The nonformal mode of instruction also benefits young

people and adults who do have the time or the academic background

for enrolling in a formal vocational training institution.
 

kit,1:11sses: Facilfties and equipment are very limited. 
Investments are needed for improving the quality and relevance of
 
instruction. With 1,000 students and about 200 graduates per
 
year, this suggests a low completion rate of about 50%.
 

Qsprvations; A job entry level training alternative of this
 
nature is very important for young people and adults who cannot
 
meet requisities for enrolling in formal or more advanced
 
nonformal educational institutions. An investment of
 
approximately P.3,000,000 could provide much improved facilities
 
and equipment while doubling the institution's training capacity
 
from 1,000 to 2,000.
 

Calculating the depreciation of these investments over 20 years

for buildings and 8 years for equipment, with a soft interest
 
loan, should not increase annual participant training costs by
 
more than L.100 while improving the quality of instruction
 
significantly. Instructor training and curriculum upgrading

investments should also be encouraged for improving what appears
 
to be low internal efficiency (high dropout rates). This center
 
is also willing to contract training for FZ firms but until
 
upgrading investments are made, it is doubtful that they could
 
meet many of the FZ firms' Leeds.
 

Instituto Gregg 700 Students
 
Contact: Rosa de Herrera Santo Domingo

Areas of Training: Bilingual Secretary
 

Typing
 
Drawing
 
Social Graces
 

Strengths This propietary school is run as a nonprofit

institution. Initial job placement services and follow-up job

placement services are provided tor graduates. Bilingual

secretaries are trained within a relatively short training period

(17 months), with ab out an 80% completion rate and nearly a 100%
 
job placement rates for graduates.
 

Weaknesses: Students must complete their high school training

(Bachillerato) to enroll at the Gregg Institute, and this
 
restricts admissions for lower income groups. Similarly,

dependence on U.S. textbooks in some areas and the P.135 monthly

tuition rate can become a heavy financial burden on lower income
 
families.
 



Observations: While some facility upgrading could be made, this 
is not the key for the success of this institution. The personal

attention and care given to facilities and instruction has made
 
comfortable learning environments within existing limitations.
 
This institution is also prepared to contract its servi;es to FS
 
firms, and provide trained bilingual secretaries.
 

Tecnoloia v Sistemas (TESIS) 780 Students 
Contact: Lic. Anibal Perez (Director Academico) Santo Domingo

Areas of Training: Electricity


Electronics
 
Refrigeration
 
Industrial Technician
 
Accounting

Bilingual Secretary
 
Commercial Secretary
 
Executive Secretary
 

Strengths: This nonprofit training center was founded in 1982 in

the industrial zone of Herrera which has over 200 industries.
 
Based on interviews with surrounding industries, TESIS recently

developed a new course offering (Industrial Technician) which
 
included electricity, electronics and refrigeration. Tuition
 
costs are very low at P. 25 per month. The center serves low
 
ncome, unemployed strudents and while the facilities 
are
 
limited, they are well cared for. This is another example of
 
what can be done on a very limited budget without receiving

public sector subsidies.
 

Weaknesses: Internal efficiency is low with about a 40% annual
 
dropout rate. External efficiency is also low with about 60% of
 
TESIS graduages practicing their trades.
 

Observations: Technical courses are only one year in length,

five hours per week, with less than 250 hours of instructiun.
 
This is a very limited time for teaching a person a trade and low
 
placement rates are one of the consequences. Non-the less, this
 
type of a training center reaches low income sectors of society

which under other circumstances might not have an opportunity to
 
learn a trade. Stregthening the curriculum and giving several
 
exit points could have a positive effect on retention and job

placement rates. Equipment investments, curricula upgrading, and
 
instructor training should be considered for improving the
 
internal andd external efficiency of the institution. The center
 
is willing to contract its services to the private sector and has
 
done some work in this area. However, it is doubtful that this
 
center could meet FZ training needs without additional resources.
 



3. Post-Secondary (Universitv Trainna 

Universidad Catolica Madre y Maestra 
Contact: Vice-Rector for Academic Affairs 

10,500 Students 
Santiago 

Strengths: The university has organized a Center for 
Entrepreneurial Studies and Services (CEYSE) with the goal of
 
contracting its training and technical assistance services to the
 
private sector in technical areas (machine operation,

automotive/diesel mechanics, electronics, industrial mechanics,

tourism, etc.) and in administrative/supervisory areas.
 

The university is also considering beginning a Bachillerato level
 
technical training program and has 3 sub-campuses for extending

its radius of influence.
 

Weaknesses: Although the university's facilities are relatively
 
new and well cared for, the laboratory and training equipment

available is dated in some ares. They would like to get into
 
CAD-CAM and telecommunications technologies but lack the
 
equipment and training. Similarly, they sense a need for
 
continuing exchanges with more advanced universities for
 
upgrading personnel and training new instructors. The university

also experiences some difficulties in holding on to well
 
qualified faculty members because of higher pay scales in the
 
private sector -- which makes exchanges and the training of both
 
existing and new faculty members more urgent.
 

Observations: The university organized a seminar last year for 
the apparel industry to establish closer ties with FZ firms. 
They have also been conducting interviews with FZ firms on 
electronics and electro-mechanical training needs. Several years 
ago, four firms were considering coming to an FZ and had offered 
to provide the equipment for the university to train middle 
technical level personnel who would be employed by the firms. 
Apparently, a factor in the firms not deciding to locate in the 
ccountry was the lack of this installed training capability.
Similarly, the university hoped to establish a program for
 
training people in the maintenance and repair of industrial
 
apparel industry equipment but a lack of funding for equipment

prevented the university from implementing this program.
 

The university is very interested in contracting its training

services in technical and supervisory training curricula should
 
be encouraged.
 

University personnel also noted that FZ firms do not seem to be
 
very well organized for requesting technical assistance or
 
training as a group, but tend to approach the university on an
 
individual basis. While these individual contacts should also be
 
encouraged, there would be opportunities for economies of scale
 
if several firms with similar needs could obtain training under a
 
contractual agreement.
 



The university might also be a good choice for providing

instructor upgrading training for vocational training centers
 
through its Department of Education. This department is also
 
interested in developing Cumpetency Based Instruction (CBI)

capabilities for needs in both training center and industry

specific training. (Note: the Honduran Council for Human
 
Resource Development (AID Project 522-0257) could provide

training materials (written and audio-visual), curriculum
 
development and instructor training guidance in Spanish by late
 
1988). However, if CBI and instructor training are to be
 
considered for this unviersity, it would be advantageous to
 
involve personnel for EEBAC, INFOTEP, the Salesians and Jesuits
 
on the work team to encourage both a wider dissemination and
 
acceptance of the training materials which evolve and take
 
advantage of the existing resources and experiences.
 

Universidad APEC March 11, 1988
 
Contact: Rafael Romero (Director of Technology and Engineering)


Noris Cespedes (Director of Secretarial Courses)

Areas of Training: 	 Normal University Offerings
 

Supervisor Training

Bilingual Secretarial Program

Electronics
 

strengths; UNAPEC offers a 2 year associate or technical degree

in electronics (6 trimesters), and engineering degree (9

trimesters), and bilingual secretarial training with high job

placement rates. Instructional costs are low at just P.1.3 to
 
P.2 per participant 	hour of instruction. They also have various
 
university extension courses for meeting FZ and general private

sector for diagiusing training needs and designing programs to
 
meet these needs. Additional community outreach programs could
 
be provided with appropriate resources.
 

Weaknesses: Although the bilingual secretarial program has very

high job placement rates, it has not received appropriate

attention, has low enrollments and has high droput rates because
 
of difficulties with the English language. Curricular reforms
 
and equipment upgrading are required. The university also needs
 
equipment upgrading to expand its offerings in quality control
 
and industrial maintenance.
 

Observations: UNAPEC is an important resource for meeting FZ and
 
general private sector training needs on both the job entry level
 
and for skills upgrading. Investments for meeting these needs
 
should be encouraged.
 

Personnel expressed interest in revising the bilingual secretary

curricula and investing in an inproved language laborato.y and
 
computers for word/data processing. If enrollments and

completion rates can be increased these investments would be 
warranted. Curent instructional costs are quite low at just
 



P.1.3 per participant hour of instruction.
 

UNAPEC is also prepared to offer programs in quality control,

electronics, telecommunications, and industrial engineering but
 
will require appropriate resources for doing so. Investments in
 
these areas should also be encouraged.
 

Universidad Tecnologica de Cibao 1,800 Students
 
Contact: Lic. Holguin La Vega


March 8, 1988
 

Strengths: This young university (1983) has very good private
 
sector ties, making use of private sector industry shops for
 
several of its university level training programs; placing

emphasis on supervisory and technical skills. They have
 
developed a two year, post secondary, associate degree program

for technicians based on a survey of training needs with both FZ
 
and non-FZ private sector firma. They also hope to begin a two
 
year nonformal or secondary (formal) training program for
 
"peritos" in electricity and mechanics this year, beginning in
 
July. They are doing a great deal with very limited resources
 
with costs of only about P.800 per participant semenster. Very

high job placement rates for graduates were reported by 
university personnel (97%).
 

Weaknesses: This small university was established to reduce
 
unemployment and meet private sector training needs. Given this
 
initial orientation and purpose, the institution is not
 
restrained by traditional university norms or traditions, shows
 
more innovation than many U.S. community colleges and is
 
providing instruction at a cost of P.800 per participant
 
semester.
 

Investments in these types of institutions, and also in the
 
nonformal training centers mentioned above, should be encouraged.

But they should be considered very carefully not only on the
 
basis of uost-benefits as compared to larger institutions, but
 
also in the light of how cxertain investments might foment more
 
traditional, more costly and less flexib le curricula and
 
training strategies -- thereby threatening the innovative nature
 
of these institutions.
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SURVEY SAMPLE BY LOCATION, SIZE, ECONOkC ACTIVITY 

Eglec!Eleotronic.
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Proportion of Firms Having More
 
Than 50% Female Employees
 

100 

80 ...... ........ ..... .............
......... 


................. ......
60 . ... 

4 0 . .... .......... • . . .•.... ........ . .. . . . .... ... ......... .
 

20 ...............
 

0 
Apparel (n=69) Electronics (n=11) Shoes (n=10) Other (n=46) 
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Business Expectations for 1988
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GOVERNMENT CONTROLS
 
By Economic Activity
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By Economic Activity 
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By Economic Activity
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ELECTRIC POWER PROBLEMS
 
By Economic Activity
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LACK OF TRAINING RESOURCES
 
By Economic Activity
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TRAINING NEEDS
 
By Location of Firm (part 1)
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Training Needs
 
By Location of Firm (part 2)
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Employers' Perceptions of the
 
Main Functions of Training
 

improve productivity n=110 

quality control n ;n65 

develop new skills n=49 

reduce costs n=32 

improve tech skills n=29 

-industrial safety n=25
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Employers' Problems with Their
 
Current Training Methods "(n135)
 

NATURE OF PROBLEM % of Firms
 
Resgonding 

* Takes too much time 	 39% 

* 	Personnel leave after
 
their trained -3-3%­

* Too costly 	 27% 

* Too. complicated 	 17% 

* No competent instructors 13% 

* Employees do not learn, 11% 

* Doesn't result in profits 10% 

# of respondent citing as problem
 



Annual Training Costs
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% of Annual Budget for Training*

By Size of Firm
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Employers' Preferred Options for Meeting
 
Training Needs: Organized In-Plant Trng.
 

By Size of Firm
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Employers' Preferred Options for Meeting

Training Needs: Training in the Zone
 

By Size of Firm
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Employers' Preferred Options for Meeting
 
Training Needs:Tech. Training Institution
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Employers' Preferred Options for Meeting
 
-Training Needs: Training Outside Zone
 

By Size of Firm
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Employers' Preferred Options for Meeting
 
Training Needs: Organized In-Plant Trng.
 

By Location
 

100%­

75% 

50% 

% -0 ..o.o.. 

S.Pedro(39) L.Rom(15) S'tiago(13) Herrera(18) Others(30) 

How Desirable? 
SNot Somewhat Yes/Very 



Employers' Preferred Options for Meeting
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Training Needs.T.-h Tr,r , nstitution
 

By Location
 

100%_ 

75% 

60%
 

"..'"'".i ....
"."'"'" 

• " - ' - ' . ' ' - ' " ' ' . ' . . '. .... '' "1 ­- - - - .• -....


"'"'" """' ". .: ...... ..26%- """" '" '"..:::'' ... i:.:iZ Z:. 'i.. 
20% 
 ... ...... ..::: "".- .. ..:
:::: ....:............. -"" " .... _ __:::::::::::: 


°° °.°° °°° °°°°%° ° ° ° ° ° . .o... .°.... °
°° °.. . . . . . . . .
 

"S.Pedro(39) L.Rom-.15) S'tiago(33) Herrera(18) Others(30) 

How Desirable? 
M Not M Somewhat Yes/Very 

http:L.Rom-.15


Employers' Preferred Options for Meeting
 
Training Needs: Training Outside Zone
 

By Location
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Employers' Preferred Options for Meeting
 
Training Needs: Organized In-Plant Trng.
 

By Economic Activity
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Employers' Preferred Options for Meeting
 
Training Needs: Training In the Zone
 

By Economic Activity
 

100% 

76% 

60%­
.... ..... O ° .. .. . 
°. ........ ~~.°.. ... 
.... .... .OO...o.O... 

0O%
 ......... 
 ...... .. O 

..... ......... ---. .
:.: :-....: .:.-- --....... ::::::::::::::::: .. . . .. . .

2%::::::::::::::6 : :.:..............
.. : ::::::::::::::::
 

. . .. ... . . . . . . . . . . .%°.. ° . . . . . . . . . .. . . . . . . . °. o . . . . . . . . . . . . .% * o O . .. . o.. . . . . . . . % ° 

Apparel(69) Electronic(11) Shoes(9) Other(46) 

How Desirable? 
E ~ Not Somewhat Yes/Very 



Employers' Preferred Options for Meeting

Training Needs:Tech. Training Institution
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Empolyers' Preferred Options for Meeting
Training Needs: Trainin Outside ZoneBy Economic Activity 
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