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PREFACE

1. This document is aot a detailed techaical report. 1Instead, it is
intended to be a clear and simple statement of recoumendations om policy
issues relevant to Omani human resource development as related to economic
growth and the Sultanate's labor market.
2. The major issues are relatively sl:rai..ghtfomrd and stem from the
Government's declared goal for the Sultanate of s future econoamy that is:
(i) Omani in character;

(ii) diversified away from reliance on oil revenues; and

(iii) not dependent oun non-Omani workers.
3. The recoumendations made here are meant to help the Sultanate meer
these goals, in consonance with and as an extension of the Second Five-Year
Development Plan (SFYDP) and in anticipation of the Third Plan. The document
embodies recommendationa to influence education, traininz and labor market
interactiom.
4. In principle, the recommendations are easily conceived. Sooe are
sasy to implement in practical terms, vhile others are adamittedly diificult to
achieve or will be unpopular. All the recomnendations, if they are to be
effective, will need to be carried out with determination. Several policy
recommendations requive a short-term cost to bring abour a long—term gain. It
is advisable to tackle many of the issues now instead of sometime ia the
future. The prevailing labor market trends in many instances do unot favor
long=tarnu development aims. As time passes, corrective action will become

more difficult, and certainly delay tends to veduce the effectiveness of

corrective actiomn.
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S. Since it is intended for the Omani audience and is not essentially
aimed ar the Bank staff, the document does not include large attachments of
technical appendices or textual statistical elaboration that sight aake the
document too cumbersome. The detailed appraisal of the Sultanate's labor
market and education and training sysitem on u!;ich the recommendations are
based has been carried out over the past two years in the Department of
Manpower Planning (DMP), in the Ministry of Social Affairs and Labor (MDSAL).
Much of the data used here will be embodied in new labor market projectiomns
that should assist in evaluating progress toward meeting SFYDP objectives, and
set the base vear scene of the Third Year Development Plan (TFYDP).

6. The belief persists in Muscat that the Sultanate of Oman is
fundamentally different from the other oil-exporting Arabisu Gulf states.
Associated with the assertion that Oman does not resemble the Gulf states is
the argwment that Nman does not suffer from their problems. But this is
simply not true from a labor market and humin resource development
perspective. For example, Oman faces labor markats problems little different
Erom those of Kuwait or Saudi Arabia. And the way economic policy is
developed and implemented within Oman, as well as the shaping of the
educational and training system, are also little different from patterns
pravailing in Qatar and the United Arab Emirates (UAE). Moreover, as fime

passes, the economies and hence the labor markets of all the Gulf states are
becoming increasingly sinmilar.

7. If there is a difference between the Gulf stactes and Oman, it is rhat
the Gulf States' problems are more acutea: the share of rheir labor markets

accounted for by non—natiomals is greater, and the Gulf States' students show



a greater preference for liberal arts subjects and subsequent public sector
(office) employment than do Omanis, But trends in the Omani labor market
reveal that the Sultanate is moving towards the labor market profile found
elgsevhere in the Gulf states. For example, the majority of the population
(not only the workforce) in the capital ares of greater Muscat is now
non~Omani. This increasing similarity between Oman and the rest of the Gulf
gives concern because the financial ability to deal with human resource
development problems is greater in the other Gulf states than in Oman. More
limited o0il revenues mean that Oman’s planners must be even more effective
since they have less room for error.

8. Oman has a major potential advantage in the opportunity to lesrn froa
the mistakes made by other Gulf states which started their oil finaunced
development phases a few years before Oman. The Gulf Cooperatiom Council '
(GCC) represents a means by which this learming process can be facilitated.
Much can be learmed, for example, about labor import and public sector
employment conctrols From Kuwait, and about subsidy of the agricultural sector,
and the institutionalization of the planning process from Saudi Arabia. This
potential benefit should be by Omani planners.

9. The point o’ viev taken is that, in Oman in 1985, any sense of
conplacency over lacor market issues and human rescurce development policy is
misplaced and dang -2us. Future generations of Omanis will have to live with
the coansaquences - . decisions made by planners today about rhe number of
non-Omanis allove: into the country, as well as the way ian which planners have

shaped the educ-’.ion and training system and the way it interacts with labor
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requirements in the economy. The planmers should be morivated by lomg-term
considerations, not by short-term pragmatism with the desire for as much

immediate progress as possible, with an implied disregard for the long-term

consequences. Thus, vested interest in short-tem profit or prestige must be _

laid aside in the interest of greater long-tera social and economic benefits

of all Omanis.

10. igaction on labor market issues that allows present trends to
continue will certainly mean that the three development aims listed above -
namely, an economy Omani character, not exclusively dependent in oil revenues,
with a minimum of non—-Omani workers cannot be realized. And failure in these
most basic aiams of diversification and economicaily viable Omanization will
have acutely undesirable economic and social consequences for the future
character of Omani society.

11. The national pride that vnderlies the assertion of Oman's unique
rature will not serve the Sultanate well if it prevents cowmparisons with
other Gulf states that result in Omani planners becoming more avare of
commonly shared actual and potent:.il problems and their possible remedies.
Like the other states of the GCC, ‘man has achieved much in the 1970s and
1980s. The rate of progress and at:soluce achievements are prodigious and in a
now-hackneyed nmanner are recited in all literature written about contemporary
Onman. So there is little need to raiterate, for exanmple, the achievements
within education, health, and communications as wzll as the many ways the
physical and social inirastructure are being provided to Omanis. ot devoting
space to these very real achievements is simply an attempt to make the

document concise. The author, as well as those who read this report, are

.
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awvare of these cousiderable achievements and the tremendous efforts behind
them, Indeed, it‘is the desire to further this achievement as reflected in
stated objectives of the Omani govermment that motivates this analysis.

12. The report is divided into six sections, which cover a suwmary of the
present day labor market (Chapter I); some links between economic growth and
human resource development (Chapter II); the plamning enviromment (Chapter
I11); the recommendations pertaining to the education and training system
{(Chapter IV); discussion of necessary actions to strengthen the labor market
{Chapter V); and a concluding section about the importance of integrating
tiicse actions (Chapter V1).

13. This personal view of the labor market and education and traieing iam
Oman does not attempt to cover every facet of the subject. It aims rather to
highlight the most important areas for actiom, i.e. the aveas where action is
most needed or might show the best returns. Oman is certainly appr;aching a
critical point at which effort to ensure adequate labor market controls and
successful Omani human resource development is essential.

14, The views in this document are personai, and do not necessarily
represent those of the Sultanate or of any agency. They are critical only in
a constructive sense. It is hoped they will be received positively.
Cerrainiy, the aim of the report is to contribute to the effactiveness of
aconomic davelopment in relation to the SFYDP, and To 2nsure this development
is most benefical to Oman and the Omani people themselves. This aim should be
furthered in the post 1985 planning cvcle by enhancing human resource
development in the third Plan, and making it still more effective in
generating a suitable national workforce for the Sultanate's divesifying

economy .
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15. The recommendations outlined here may or may wot be put iato acrionm.
It is important, however, that the issues identified ia this text are
understood as real problems that need to be solved, which requires making
decisions and formulating actions. Denying that the problems exist will not
make them disappear; the problems exist and can be solved omnly by applying

resolve and determinatiom.
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SUMMARY AND RECOMMENDATIONS

1. This report isolates today's leading issues in educating and traiming
Omani nationals, and in the Sultanate's evolving labor market. The report
aims, by attempting to further human resource development and by changing
labor market treads, to contribute to a2 future economy in the Sultanate that
iz Omani in character, diversified away from over-reliance or 0il revenues,
anc not dependent ot non—-Omani workers.
2. By the end of 1983, there were over 250,000 non-Omanis employed in
the Sultanate. Almast two out of three workers in Omar are non-Oma. =  Omly
about 20,000 Omanis are formally emploved in the moderm sector, A further
31,000 Omanis are employed in the government. The remainder are in informal
or traditional employment. As a result, modern formal private sector
employment is about 90 percent non-Omani. Counting about 50,000 dependants,
non-Omanis comprise 24 percent of the Sultanate’'s popul;tion, and actually
account for a majority of the population in the capital area. Tn these
respects, Oman's labor market is becoming similar to that of the other Gulf
states. Concerted action of the type recommended in this report is essential
if numbers of nou~Omanis are not to increase to even greater numoers.
Salutary actions include the following measures;

(1) the rapid rate of economic growth must be moderated since its

acceleration will require large further importation of non-Omani

workers;
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high rates of economic growth also mean inadequate development of
Omani human resources because competition amoug educational
institucions for students is dysfunctional and student motivation
within the educational system is weskened due to s poliferation of
easily attained opportunities to advance either educationally or
socially without competition ;

the process of development planning should be refocussed
throughout the government, with human resource developwent and the
labor market as the central theme, Failure to achieve balaonce
between human resource development and expansion of the labor
market in other Gulf states has weant increased importation of
non-nationals despite acute concern over the long-term
implications of this trend for indigenous social and economic
development; and

planners must be more single minded in thinking more of long-temm
labor market and population trends. Reduced short-term benefits
must be accepted for the long-term good. And public servants mustc

be encouraged to neglect personal private-sector interests for the

greater social good.

Some Specific Recommendatiomns:

The Educatioanal System

-

Dropouts from primary education must be reduced, aducational qualicty

improved, and primary expansion slowed. Intermediate education can be
expanded - but not at the expense of quality. Selectiomn for general secondary

education should be maintained, for costs will constrain earollments at this
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level, and selection will maintain the quality of student, and enhance
students’ motivation in the system.

4. - Planning, cost control, and management in education must be
improved. Nom—Omani teachers should be upgraded, and Omanization of the
teaching force given genuinely high priority, especially through the trainiag
of high quality teachers. Studeunt/teacher ratios should bYe larger, classroom
time increased, and -fmle access to education should be iven priority ia
view of their poteatial countribution to the workforce, es;ecially in health.
5. Also, specialist educational iastitutes should be focussed on
preparing students for the labor market and not for higher education., Sultan

Qaboos University should be deliberately underenrolled, a coatrolled student

intake maintaining student quality.

-

Pre~Service Training

6. Training should be focussed oa developing skills for the labor

market , a nrocess vhich is short-term and quite distinct from preparatioa for
higher education. Thus, Vocational Training Institutes (VII'S) should traim -
not "educatz" - at the secondary equivalent level; courses should be
short-term and flexible and should be directed toward rurzl as well as urban
populations, and should include women. JInternationally acceptad vocational
training standards should be quickly adopted.

7. Oman Industrial and Technical College is directed toward a vital part
of the labor market - highly trained technicians. But bHecause of anricipated
competition wich Sultan Qaboos University, the Techanical College will have

problems maintaining the quality of students who are enrolled. For this

0 -
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reason the Institute of Health Sciences should remain secondary equivalent and
aot be upgraded, since it toe would them have to compere for students with the
new univarsity.

8. Pre-emplovment training should be available for those vho will eater

the vorkforce immediately and not those who wish to reenter the educational

stream as an exteansion of this training.

In-Service Trainiang
9. In the private sector, in-service training should be enhanced by a
literacy drive, a small-firm training fund, training in business skills,
follow-through of pre-service training, and some training of non-Omanis in
pedagogy. Carefully spelled out priorities are essential as is the
restructuring of the training levy to encourage business to support this
training. But only more Omanis employed in the private sector will ultimately
increase exposure to in-service training.

10. In the p:blic sector, the Institute of Public Administration should
have an enhanced role, with more serious counterpart trainiang and professional
traiaing officers assigned to each ministry. The Civil Service must be
restructured so that counterpart training works, which pressatly is not the

case. And the armed forces must be trained for potential reeantry irto the

civilian workforce.

Control of the labor Market

11. Improved educction and training is of value oaly il efforts are
directed to controlling the labor market, This essentially means iuport

limits on non—Omanis in combinatioa with a redistribution of Omanis within the

labor market.
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12, Public _Sector Employment has growa to the exteut that labor has been
drawn from the private sector. Public sactor morale is low becsuse of over-
staffing and general lack of responsibility at all but the highest levels. 1t
is suggested that only those who have completed secondary education should be
appointed to the public service, z.d of these, only high quality applicamts.
Some university graduates should be encouraged to work in the private sector.
At lower and middle levels, govarnment salaries should be eroded by inflation;
at higher levels, pay should be increased. VTI graduates should oaly rarely
be appointed to the public sector. Apart from techaical roles, non—Omani
recruitment should be ended. Civil servants should be obliged to give up
private sector interests, and dismissal from govermment should becowme a real
threat. Resignations should be quickly accepted. and civil servants should
be reassigned to faciliate more effective use of the particular skills they
possess. The role of women in public service should be greatly increased.
Finally, public sector employers should come to think of themselves as in

productive positions and not in a sinecure.

i3. Private Sector diversification should ba carefully considered.

Limited markets and comperition with other Gulf states makes che potential for
industrialization limited; furthemmore, industrialization is not desirable 1if
it results in large-scale labor imports. Omanis typically shun the moderm

formal private sactor, preferring instead the informal service and formal

govermment sectors.



4. The government should place constraints on private sector labor
imports. For example, clearances must be granted increasingly for specific
projects that are executed quickly rather l:hu! general employment; non-Omanis
should be barred from informal employment; imported workers should work in the
sectors and occupations for which they were imported; and nom-Omanis should
not work in agriculture. To accomplish this the Ministry of Social Affairs
and Labor (MOSAL) inspectorate will have to be strengthened to enforce these
changes. Other measures include wmore widely dispersed industrializatiom;
enforcing by degrees the minimum wage for the non-Omani workforce to enable
Omanis to compete better for employment; enforcement of safety and induscrial
standards; the development of career guidance services; and a subsidy to
induce some Omanis (especially those with needed technical skills) co work in
the private sector.

EwWor

15. Non-Omanis are beginning to dominate the labor market outside
govermment service. Failure to reduce the rate of entry of non-Omanis to the
Sultanare will threaten the adwirable qualities of the Omani way of life. The
prasence of too many non~Omanis stunts the development of Omani human
resources and constrains the role of women.

17. The actions recommended here to prevent the import of 2xtra
non-Omanis antail a sherk-term cost; however, the long-term cost of not acring

is coasiderably yreatar.
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1. THE OMANI LABOR MARKET

A. The Present Situation in Brief

1.01 At the end of 1983, there wers over 250,000 non-Omanis employed in
the Sultanate.* This amounts to over 60 percent of the total workforce of the
Sultanate or almost two out of every three workers. About 235,000 of these
workers are employed in the private, mostly modern sector, but an increasing
number work in agriculture, essentially in traditional production units.

thile the total number of recorded non~Omani workers is 250,000, there is an
additional number of clandestine workers employed in the Sultanate without
documentation (although their number is not large). The dependants of
non-Omani workers might amount to amnother 50,000 people (representing a likely
dependancy ratio** of 20 percent, which is low compared to other
laboc~import ing states in the Arab region).

1.02 In contrast, some 20,000 Omanis are employed in the modera private
sector, while the rest work in either the informal or rural sectors, or ia
govermment irself., Govermment civil employment comprises about 31,000 Omaais
and about 18,000 non-Omanis, with Omanis representing 53 percent of all civil
government enployaent.

1.03 Ovarall, Oman can be characterized as being heavily dependent ou
non-Omanis in the modern private sactor, where they total nearly 90 percent of

the workforce. And the number of non~Omanis in the workforce continues to

# These figures exclude both (Omanis and non~Omanis in the police 2nd defease
forces.

The ratio of dependants to workers in active employment.
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TARE 1
. SULTARATE OF OMAN 1983
APPROXIMATE LABOR MARKET DIMEMSIONS
National Hon-National Total
‘Bural & Informal 109,000+ 30,000 (?) 139,000
Private Formal Sector . 20,000 202,000 (?) 222,000
Civil Publie Sector 31,000 18,000 49,000
- TOTAL 160,000 250,000 410,000

Source: Department of HManpower Planning Labor Market Assessments.

%

Of which, perhaps 40,000 - 50,000 are in agriculture and fishing. The
majority of the 109,000 are in informal and service eamployment.




grow. In 1983 the increase was 48,000 or 26 percent over 1982. Such a rate
of vorkforce growth can be quickly accelerated by unbridled economic growth,
which will precipitate a coutinual reliance on nou-Omani workers to meet the
demands of a rapidly developing, oil~-dependent econowy. Won-Omaais, thenm,
probably amount to 24 percent of che total population of the Suitanate
(300,000 out of a total population of 1,200,000). But non-Omanis are cot
equally diszributed throughout the Sultanate; im fact they constitute a

ma jority of the population in the capital area.

B. The Policy Implications

l.O_A The number of non-Onani workers, and the degree to which the economy
has become dependent on them is approaching a point vhere action must be takea
to prevent further increases in the non-Owani share of the workforce. 1f Oman
is not to become almost completzly dependent on non-nationals, as have some
other Gulf Cooperation Council (GCC) states, action must be taken soom. As in
the case of Ruwait, the other GCC states are becoming increasingly seusitive
to and uahappy about their degree of reliance on nomnatioual workers. These
states ara even more worried than Oman about the growing share that
aon-nationals comprise of their populacions. Oman should mot permit itself to
slip into that coandition,

1.05 Bur if the presant growth rate of noo-Omani employmeant is not
curtailed, the Syltanate's reliance on non-Omanis will soon reach levels
unacceptable to Omani commentarors and policy-makers. Fortunately, there is
time and scope for corrective action:. iacreases in non-Omani vorkers can and

must be curtailed, and Omani national human resources can and must be better

16 ____ -
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deployed. With determination snd firm action, Oman's stated policy objectives

of a diversified economy without uundue reliance on non—Oumani vorkers cam be

achieved.
II. ECOROMIC GROWIH AND FUMAN RESOURCE DEVELOPMERT IN CMAN
A. The Key Relationship
2.01 The theme of this report devolves to one fact that cuts through all

subsequent discussion of economic growth in relation to basic humaa resource
development: the faster the rate of economic growth the Sultanate enjoys, the
larger the number of non-Omani vorkers who will have to be imported. Faster
economic growth increases numbers of non-Omani workers quickly; a slower rate
of economic growth weans the share of the labor wmarket accounted for by
non-Omani workers will not increase as rapidly. Although in practice
complicatad by considerations of productivity, in principle the relatiouship
between aconomic expansion and worker imports is simple and direct: the aore
growth, the aore workers. Indeed, extra increments of government spending are
very closely related to extra numbers of migrant workers that will need to be
imported in lieu of available indigenous manpower.

2.02 There is some scope for reducing the growing reliance oan non-Omani
workers while maintaining a high rate of economic growth ~ by usiag Omani
nrational vorkers more e‘ffectively, for example - but the only sound, long-term
means of ensuring that Omanis take a greater real role in their economy is to

slov the short-temm rate of economic growth,
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2.03 Oman imports S0 many non-Omani workers essentially because human
resource development - the education and training of the populatiom to produce
an effective modern workforce — cannot keep pace with economic growth.*
Simply put, teaching children and trainiag workers takes longer than erecting

buildings, making roads and installing telephones. A slower rate of economic

growth would take this into accoumt.

B. A Critical Choice

2.04 Basically, two paths of development are availabie to the Sultanate
over the next decade: (i) rapid economic expansion and (ii) economic
development slowed to accommodate the pace of indigenous human resource
developaent. In the rapid economic development path, short-term financial
gain and sheer expansion of the economy are the driving forces. This growth
will be based, of necessity, on employment of noa-Omani- experts and imported
unskilled labor. despite the present soft oil market, the Sultanate will
certainly have the financial resources to follow this path. In the second
path, real cognizance is taken of the non—economic constraints to growth, as
already clearly articulated in the Second Five-Year Development Plan (SFYDP).
Under these aims, econowic axpansion is ounly justified as long as it is
compatible with the effective development of local human resources and "a

reasonable size of the labor force” (i.e. a controlled increase in the numbers

of non-Omanis).

There are, of course, some elements of absolute shortage of Omani wortkers,
but the hypothetical educational upgrading of Omani nationals, and their
comnensurate redisposition in the workforce, could eliminate the need for
many if not wost non-Omani workers.
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2.05 The rapid economic expansion of the past decade favors neither the
optimal good quality development of local humsn resocurces nor limited

increases in the number of pon-Omanis in the _Sulta:-mte.

C. Rapid Economic Expansion at Odds with Omani

Human Rescurces Development

2.06 Rapid expansion will certainly continue to be associated with a
proliferation of posts for Omani nationals in the public sectors. Under these
circumstances, Omani labor market entrants do not have to compete seriously
with one another for productive employment, but are offered public sector
employment "by right". Indeed, returning graduates who have studied abroad
are obliged to work for the goverment for a pericd equivalent to their years
of study. Lack of competition means that students' motivatica within the
education and training system is lower than under ccnditions of acute
competition for employment. Students are not concerunsd about excelling.
Education in Oman is thus in danger of becoming a token certification
exercise, suffering from the eroded quality that it is in that can be observed
in sowe other Arab oil-exporting states.

2.07 It must be accepted that efforts to raise the educatiounal level of a
population are bound to be of limited impact beyond a certain threshold if
improved quality and standards are not closely reflected in individuals'
returns on entering the labor sarket. JAs long as the govermment continues to
appoint Omanis freely, and ro create new opportunities for employment and
income earning without careful regard for education level, students’

motivation and the qualicty of education will certainly be lower than dasirable.
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2.08 Only when economic growth is slower, and tightly controlled public
sector expansion results in competition for employment amongst Omanis, will
students' determinatioun to achieve rezlly ensure that the development of
indigenous human resocurces takes place in an optimal fashiom. Excessive
economic growth, by creating labor market opportunities well in excess of
Omani natiomal labor market entrants, obscures the need for quality and
advancement in education. Continued rapid economic growth does not favor the
high quality development of indigenous human resources. Therefore, only
careful, more restrained acomomic growth will allow the wider social aims to
be met, i.e. development with real Omanization and without excessive reliance
on non-Omani workers. Lf rapid growth of the type Oman is now experiencing is
allowed to contimue for long, thea the much-vaunted distinction between Che
Sultanate and the other GCC States will be completely eroded.

2.09 Economic development should take place for the benefit of the Omani
populacion. Only through high—quality educational development will Omanis be
able to participate fully and effectively in the growing economy; thus, the
rate of economic ygrowth must be slow enocugh to allow this process of
qualitative improvement in educatiom to develop properly. And the planning
enviromment within the govermment must be changed to allow the process of
human resource development to zain the real priority it deserves vithin an

overall plamning frameworXk.
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ITI. THE PLANNING ENVIRONMENT

A. Limiting the Wumber of Non-Omani Workers

3.01 In the Omani situation, planning for human resource development is,
from 2 certain perspective, in couflict with general plammiag. Econowmic
planners, the executors of development projects snd the coantractors, wish to
see as high a rate of economic growth as possible. The coansctraints to this
are financial: an acceptable balance of payments situation, an acceptable
rate of inflation, and a good international credit ratiag. Although economic
planners may acknovledge that imports of non-Omani workers should be a
consideration, numbers of imported workers ar; not thought important emough by
economic planners to be a limit to growth. But excessive importatiom of
non-Omani workers is not only a social problem: too many anon-Omani workers
reduce the prospect for successful human resource developmeant of the
indigenous population.

3.02 If Omanization is Co be a success, and Oman is to avoid a large
influx of non—Onani workers in the long term, then ecounomic growth must be
slowed or evem curtailed to acceptable levels in a carefully phased plan.
Understandably, it is difficult for the range of people involved in planning
and executing economic development to accept this, since they are used o

pressing for even greater rates of economic expansion; but their attitudes

must be changed. In this respect Oman can learn auch from Kuwait's experience.



B. The lesson of Dwait

3.03 Without making the parallels between. Kuwait and Ohkan seems too close,
it is inatructive to louk in some detail at some of the leading economic and
human resource development issues in Ruwait today. By doing s0 it may be
possible to anticipate problems that will face Omani plammers in the near
future. This approach is one that has no: been attempted frequently enough ia
Omani planning in the past but increased efforts should be directed towards
this comparative approach.

3.04 Kuwait's pattern of economic diversification through domestic
investment of 0il revenues in industrialization has been the model of economic
developmeat that other GCC States have followed. In wmany respects Euwait's
industrial development has been ‘sm:cessful. for economic growth has certainly
forged ahead; hwever,r by the early 1970s, many Fuwaitis were expressing
concern at the large size of the non—Kuwaiti share of the workforce - it was
already 74 percent (175,000 workers were non~Fuwaiti out of total employment
of 234,000). Moreover, 390,000 of the population were not EKuwaiti nationals
in 1970,

3.05 After much discussion, by the mid 19703 Ruwaiti planners were aiming
publicly and earmestly at the target of maintaining 50 perceat of the total
population as national. But ounly a relatively conservative attitude about
economic zrowth could make this aim realistic. 3Real efforts were made to
acknowledge this: gseveral major projects vere eliminated to avoid labor
imports, and growth generally was constrained. Planuers were confident that
non-RKuwaiti labor and population imports could be curbed to maintain the

target share of the population as Ruwaiti natiomals.
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3.06 However, despite this effort, by 1980 the Fuwaiti national share of
total employment had fallen to 22 percent. Even more telling, the Kuwaiti
national share of total population had dropped to 38 percent. Planners failed
to hold the 50 percent limit despite the rapid natural increase in the Kuwaiti
national population.

3.07 vhy had the planners failed, despite their public determination?
First, many general econcmic planners did anotr acknowledge the existence of
labor market or population problems in the form of aumbers or shares of
non—nationals. The human resource development planners did not organize a
strong or loud enough public relarions campaign. Many Kuwaitis - evean those
in influential positions - vere not avare of the numerical scala or all the
social dimensions or econocmic implications of labor importation. The figures,
although public and discussed realistically by the plammers, were uot made a
basic enough issue for them to be taken as seriously as they sbould have beea
by the general economic planners.

3.08 Second, and superimposed on this scenario, vas the usual and
understandable rivalry between planners in different ministries and sectors.
Each ministry was keen to ensure that its own development targets were wetl,
believing that any labor market comstraint in its owm sector could be
overcome - a2ither by importing labor or by poaching Xuwaitis from other
sectors — to ensure growth was not hampered. It was not in the seli-interest
of the various ministries to adhere to labor import guidelines and comstraints
laid down by the national huaman resource planners.

3.09 Third, although goverument joint ventures are important in Kuwait,
most development is actually executed by private sector, profit-maximizing

companies, where vision is typically short~-term profit seeking. Any guidelines
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that constrain labor imports (or amy other effort to temper the opportunity
for short~term profit) are viewed in a cavalier manner and regulations are
widely flouted in the search for quick profits. Moreover, when importing
labor, no real effort was made by contractors to build u) & stock of human
capitsl for the future. A short-teram perspective meant large mumbers of
workers, wany of low productivity, were introduced to fulfill short~term
contracts, and their productivity was often lower than planners surmiged;
thus, more workers were needed than had been projected. But the tendency of
many of these workers was tc stay on, thus further eroding the possibility of
indigenous workers taking their place and further decreasing economic
productivity.

3.10 Another factor defeating the planners' aims was their own divided
loyalty, a result of the lack of distinction between their public sector
responsibility and their owm private sactor interests. .Targel:l:ing ceilings
for imports of labor in the overall social and national interest constrains
growth by cutting back on short-term profirt. Yet amany of the civil servants
were themselves enjoying these profits because of their dual vrole as private
s2Ctor entrepreneurs and goveroment employees. The equivocal nature of their
interests no doubt constrained their energies in enforciang their owa plamming
guidelines for the long-term social good. It would have been surprising if it
had not.

3.11 Moreover, the plamnmers were defeated by some of the more subtle
workings of the labor market that resulted in larger imports of vol:kers thaa
vere projected or expected. In particular, national workers did not enter the
labor market or move within it occupationally in the direction of greatest

national economic need. Instead, nationzls sought employment in glamorous
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(vhite-collar type) occupations, rather than those with high productivity, or
those that required the critical skills on vhich the developing economy was
dependent. Fort critical skill occupations, therefore, more non-Kuwaitis had
to be imported, inflating the non-Kuwaiti workforce further. Xuwaiti planners
also underestimated the development of the informal and service sector
employing non-Kuwaitis. HNon-nationals, once established in an oil-rich state,
will often go to great lengths to remain there, even taking very low-paying
jobs to secure residence. The increase in workers of low occupational status,
especially in iuformal, service sector emplovment, has done much to increase

the number of non~nationals in Kuwait and, coincidentally, to reduce the level

of productivity of the workforce.

i} C. Actions to be Taken in Oman

3.12 To deal effectively with their concern about the rising numbers of
non—~Omanis workers and their dependants in Oman, Omani planners wust
realistically evaluate the practical obstacles that srand in the way of
controlling the rate of growth of the labor market and the impact of non-Omani
workers.

3.13 If the number of non-Omanis is to be limited, economic growth must,
as noted, be slower. Public servants wmust be obliged to put their private
sector ventures aside. Short-term costs must be suffered ivr the beneifit of
longer—term advantages. The growth of service provisions 3t be cu—oiled.
Omanis must be technically and vocationally educated and trained, encouraged
to work in training-related emplovment and not allowed to gravitate toward

"glamorous® occupations at the expense of nationals being employed in critical

skills and key occupations anow being filled by non—~Omanis.
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3.14 Above all, if the domination of the labor market by non-Omanis is to
be avoided, the goverment must make the decision that human resource plamming
must have top priority; that economic growth must be slowed to facilitate
reduced labor market demands; that individual profit must be made subservieat
to the long-term national interest; and that legislation to curb imports of
labor is enforced and camnot be circumvented. These series of actions must be
accompanied by a major public relations drive focussed on Omanization and the
need to limit non-Omani labor imports. Social attitudes must be transformed,
and Omanization given practical meaning at all levels of the labor market. In
short, strong and positive control of the labor market is a vital prerequisite
for the future economic and social health of the Sultanate.

3.15 The factors that weakened Kuwaiti attempts to enforce the limitation
of non-national labor imports, and therefore non-national population growth,
should be analyzed in the Omani coutext. Ounce this is done, every effort
should be made to emnsure that such factors do not hinder growing Omani efforts
to plan for rational human resource development, Only by frank discussiom,
widespread awareness, and more determined application than prevailed in Kuwait
will efforts to limit entry of non—Omani workers prove effective. The whole
planning emphasis must shift to human resource development: thus, manpower
planning must assume a cantral role if it is to be effective in securing the

benefits of the lomg-term developwent of Oman for Omanis.
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IV. THE EDUCATION AND TRAINING SYSTEM

A. The General Education System

4,01 The Education and Training System (ETS) as defined here comprises the
totality of the effort to develop Omani humau resources. The ETS therefore
includes all the general and specialized education system, pre-service
training institutes, adult education efforts, and in-service and part-tine
education and training.

4.02 A brief statistical picture of the education systeam under the charge
of the Ministry of Education and Youth Affairs (MOEYA) is given in Table 2 for
1982-83. There is now a total of some 135,000 students in primary educatiom,
almost 25,000 in preparatory schools, and nearly 8,000 at the secondary level
(including the specialist secondary ianstitutes).

Primary or Elementary Education

4.03 Unavailability of generally accepted population figures and
incomplete school mapping prevent definitive judgment, but the present
capacity plus the immediate plammed expansion of MOEYA appear to bring priaary
enrollments, at least for males, close to 100 percent of the total age group,
notwithstanding over-age students and repeaters. The time is ripe, then, for
a change of emphasis in primary education from an atmosphere of rapid
expansion (under which great gains were made in providing access to educatiom
for the dispersed rural population) to one of consolidation and improvement in

quality. (The issue of educational quality is dealt with in pars. 4.12.)

"7 .



SULTANATE UF OHAN SUMHARY EOUCATION DATA, L1982/87
HiNISTRY OF EDUCATION

Towala

Aunnal Purcont Ingrusan os Pavcent Gross Satolleswnt L
Fducation Eupol lwanis Hineas 1976 of Total Hatly achyr —. Studunt ~
Luve) Maly Yawslu Torul Malu Fuma Ly Tua) kncol lwont Male Yamale Yoral Toil! Purcont Owani  Tuschur Mativ
Primavy §72,41 TR 1] 146,407 8.4 .2 1.y ) k1 ] B 3% 1 4,982 14 V1]
Preparatory 14 ,64%) 5, T 2,0t b b 95,0 47,1 18 41 i? i) ) 094 2 12
Total Secondary i, 1,58% S, 019 $9,¢ 9.4 4.1 0 12 5. 4,7 452 ? 1%
of whichy
Canvral 2,499 1,20 4,130 52,2 55.% 93,2 10 9.4 4. b.4 g ;) 5 [T
Commarcial 16l [0} 111 - - - 0 0.5 [V P | 4 0 1]
Agricul ture 10 G 105 - - - 0 0.3 0 .2 16 12 4
Teacher~
Tralning 5 )58 [T - - - Wi 1.5 1,2 1.3 ” [} ] v
Ielamic 171 1} (¥} - - - 0 0.6 v «J N 9 ]

_LI Cruse wnvollwent dates  includes cupusture and uver-sgud wiudenls

Sources Mindetry of Edocation, Sublanete of (men.



- 16 =

5.06 Closely related o quality is the quastion of efficiency. It appears
that as many as 30 percent of primary students become dropouts and do not
complete their courses. Action in the labor warket cam reduce dropout levels,
but efforts sust be made within the education system to retain students more
effectively. Improved school facilities and books, better teachers, and wore
-widespread provision of intermediate places all halp to reduce prisary-level

dropout rates.

Preparatory or Intemediate Educarion

4.05 The continuation rate froam sixth-grade primary to first-grade
intermediate has vrecently jumped sharply to about 89 percenc (1982). This
reflects the priority aim for intermediate education: to expand the
educational ladder so :h;t most primary completers will complete nine years of
general education. Apart from a conflict with preparatory=level vocatiomal
training, this is sound policy, although it will require considerable
iavestment and current expenditures at a Time when HOEYA's budget is already
under some strain.

4.06 This expansion of intermediate education will, however, oaly be of
maximum benefit if the quali. of primary education can be improved. If
primary education is poor, ti.:a there should be a filter after primary
completion, so that selection can maintain the quality of intermediate

aducation.

Genaral Secondary Education

.07 The present (1932) continuation rate between intermediate and
secondary education is 41 percent., The shortage of secondary school places
reflects a bottleneck in the current Omani educational system - in 1932

graduates from secondary schools totalled only 700. Competition for secondary
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school places is likely to become intense as more students complete
intermediate level. The rate of provision of secondary places vill remain
below the social demand due to the constraints of cost and teacher
availability, vhile secondary educatiom will continue to be the feeder for
postsecondary education and training. Cross enrollment rates are about 12
percent for boys and 5 percent for girls.

4.08 Some selection at the point of entry into secondary level general
education is highly desirable, since it is a possible means of enhancing
educational quality at secondary level and improving student motivation at the
intermedidate level; however, in the future, significant expansion is clearly
essential. Once appropriate selection procedures are im place, the expansion
of secondary educatiom in its role of supplier of students for postsecondary
education should take place. Some careful consideration of the coantimuation
rate ftoi secondary into postsecondary education is in ovder. For under wost
likely projections, at least 70 percent of the projected 2,800 general
secondary school graduates in 1988 will be absorbed by higher education and
training, chiefly the new University. Such a high share continuing iato
nigher studies does not bode well for the quality of intake into postsecoadary
education throughout the 1980s and early 1990s. Yet the real success of the
University will be in maintaining a high quality of graduate, of high value to
the Sultarate's labor markect.

Issues in General Education

4.09 A selected list of the most important issues for action include:
administration and management planning and cost control; maintzining quality;
dealing with escalating costs; nationalizing the teaching force; larger

student/teacher ratios; female access; and classroom hours. These issues are

discussed in detail below.

D
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4.10 (2) Mministration and Mmmagemsnt: There is a stroag policy
commitment expressed by the Ministerial Education and Training Council to link
the ETS to the labor wmarket. This has been well articulated several times by
the Education and Traiming Council. But the translation of the policy
statements into integrated executive actions within the various ministries
providing educational services should be even further strengthened. For
example, competition between rival training and educational establishments for
students must be avoided, as must students being forced to repest courses and
even years as they move from one branch of the svstem to another, due to lack

of coordination within the system.

4.11 (b) Plamming, Cost Countrol, and School Management: Completion of

educational and training facility mapping, combined with eshaunced production
of statistics, more careful plamning, and more careful mounitoriang of school
management would cut costs in the system and significantly improve efficiency.

4,12 {(c) Quality of Education: The rapid expansion of the educacional

system has inevitably had some harmful effect on the quality of education.
Difficulty in recruiting well-trained, highly qualified expatriate teachers,
cowbined with the govermment's reluctance to upgrade non-national teachers’
skills, means the teaching staff are sometimes wanting in essential ways. 4nd
teaching staff often live and work under difficult conditions with poor
facilities that inevitably reduce their wotivatioa. A further problem is that
these teachers use mainly imported curricula, vhich are in some respects
uns;xi.table for the local Omani economy and social envirommeat. Moreover,
monitoring of quality control is rather uneven and to some degree partisan;
hence, more dispassionate outside evaluation is essential before a real

assessment of the system can be undertaken.

30
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4.13 Although the Ministry is showing deep concern, MOEYA policy to
improve the quality and effectiveness of education has yet to be clearly
articulated. The link between educational quality and labor wmarket
effectiveness of school leavers, although increasingly acknowledged, is as yet
little defined in practical terms. A basic limitation to quality improvement
is the present reluctance to train and upgrade non-Omsmi as well as Omsai
teachers, school managers, and administrators; clearly, efforts to improve
school monitoring by non-Omanis as well as aational staff must be an integral
part of improvement in quality coatrol. And prowoting teachers with little
experience into supervisory roles does not contribute to alleviating the

problem of poor educational quality.

4.14 (d) Rising Curreat Costs in Education: Capitsl expenditures vithin

the Education and Training Sector are likely to remain high. Although primary
earollments might have a lower rate of growth in the near future,
significantly increased numbers of new entraunts to primary schools caa bde
expected in the next decade because of high natural rates of population
increase. There also is much need for the improvement and replacement of
preseat school buildings, many of which are temporary or unsatisfactory. But
current costs can be expected to soar especially as the higher levels of
education expand. Greatly improved efforts at school manazemeat will be
esseatial to prevent rising costs from further depressing the quality of
education by reducing access to books and consumable items.

4.15 (e) Nationalizing the Teaching Force: Ensuring all teachers are

Omani nationals should be considered a priority, with the caveat that the
speed with which Omani teachers are produced must not detract from the quality

of teachers trained. Thus, the process will necessarily take time. The major

27y
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constraint is attracting enough intake into expanded teacher training
facilities ~ school teaching (especially at primary) is of relatively low
prestige awong Omanis, and onlf few teachers possess a genuine sense of
vocation. Shortage of applicants for significantly ezp-anded teacher training
places is likely to remain a problem unlass labor market conditions change
drastically. Moreover, reluctance to enter teacher trainiog will be
aggravated by the availability of university places when Sultan Qaboos
University (SQU) opens in 1986, Care nust also ba taken that partly or fully
trained teachers do not ervoll in 5QU and become lost to the teaching system

for a number of years.

4,16 (f) Student/Teacher Ratios: There is certainly scope in Oman for

increasing the mumber of students per teacher, notwithstanding some very large
classes that now exist in the capital area, Current research shows that the
student/tescher ratio is less a determinant of educational quality than was
once thought. Certainly, with careful changes in teacher training to
encourage multi-grade and multi-subject teaching, current costs could be
reduced and the share of Omanis in the teaching force i{mproved. cCareful
curriculum development and expanded use of guides and manuals for teachers are
important.

4.17 (g) Female Access to Education: Female participation in the

workforce is closely related to their educational attaimment., Tha better
educated the female population, especially above intermediate level, the
graater the share of women entering labor market.

4.13 At the primary level, the female esrollments have risem froa 29
percant im 1976 to 38 percert of the age group in 1982 and at the preparatory

level from 20 percent in 1976 to 28 percent in 1982. This represents a great
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potential advance in Oman human resource utilization. But there has been less
progress at the secondary level, vhere the rate remains about 30 percent.
Wowen should be eacouraged to enroll at the secondary level, and facilities
should be provided especially for their use. Also, their poteatial role as
teachers, in the health and other public services is coasidersble and should

be exploited.

4.19 {(h) !(axinizig Classroom Time. School terms in Oman are short and

sometimes made even shorter by the delayed arrival of books and teachers.
Also, school terms are fteqa.iencly and easily interctupted by celebrations and
other non-academic uses of teacher and student time. This is oot to minimize
the logistical difficulties of ruming the educational system, but efforts
should be made to ensure that terms start on time and are uvot unduly
interrupted by too many holidays or celebratious. There clearly is no

substituyte for adequate time in the learning environment of the classroom.

B. Postsecondary aand Specialist €ducation

Commercial Education

6,20 Commerc ial education at the secondary level presently earolls some
175 students, 75 o—f whom are girls. The female contingent should be quickly
expanded (as is planned with World 3ank assistance), since girls who hold
coumercial secondary certificates would quickly find socially acceptable
enployment and displace non-Omanis in the public and perhaps also the private
sector. Careful assessment is needed of the commercial curriculum to easure

it meets the needs of the evolving Omani econcay.
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4.21 As the commercial program is rsised to secondary equivalent in the
Vocational Training Institutes (VTIs), liaison between MOEYA and MOSAL must be
immediate and effective to ensu:.i coiparahility, prevent duplication of
effort, and forestall the development of what is perceived as & "second-class"
graduate from VI'ls. A policy dacision sust be made about hov many high

achievers in commercial secondary schools are encouraged (or allowed) to go on

to the university.

Nizwa Agricultural Institute (HAI)

4.22 A conflict of purpose arises within the NAL as with all specialized
institutes not closely tied to a ministerial employer. 1Is its purpose to
produce graduates who will go immediately into farming, graduates vho will
work in the ainistry (either in the main administratiom or in sgricultural
axtension}, or graduates who will enter higher education, specifically, the
Faculty of Agriculture of the university? ‘mes; aims are Lo some extent
mutually exclusive. For example, if the students at NAI are being groomed for
a2 university career, was NAI their first choice for a secondary educatioun, or
are they in reality underachievers obliged to enter "second-race™ (as they
perceive it) technical education? If they are the latter, then the process of
preparing them for the university could be misguided, since they might be more
suited for less academic, purely vocational development.

4.23 Such questions must be carefully poundered and the answers integrated
in a carefully prescribed curriculum. It may be the curriculua should He
zither longer and more theoretical (to produce high~quality uaiversity

entrants) or shorter and more practical (to produce labor market entrants).
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424 The difficulty of producing coherent priorities for HAI arises from
the lack of a clear sector statement about agriculture. Also unclear is the
desired and likely plamned rel.ationsliip of NAI to the rest of the ETS. The
nature of student intake depends largely on the evolution of other branches of
the ETS. If the provision of secondary school places keeps pace with social
demand (or nearly so), then student quality at HAI will not be high.

Stipends, although they might guarantee full enrollment, will not ensure
enrollees of high quality or high motivation.

Teacher Training Institutes (TTI)

4.25 TTis presently enroll over 800 students in a three—year prograa for
preparatory graduates, and a one-year course for secondary graduates. Thres
hundred students graduated from TTIs in 1983, vhich is considerably less than
the net increase in the number of teachers needed (about 1,000) over the 1982
teaching force., Given the acute shortage of teachers, every effort must be
made o retain those qualified as teachers within the teaching profession.
4.26 Upgrading TTIs to postsecondary status will increase the quality of
graduates if the curriculum is carefuliy developed, but it could lead to
difficulties in enrollment, since TTIs will be competing with SQU aad other
postsecondary training and educational opportunities. Higher studenc stipends
aight reduce the dropout rate from TTIs and to attract more students.
Curtently about 44 percent of the enrollees are wowen, a share that could
increase {though again, SQU will also attract women secoandary—school
completers).

¥slamic Secondary Education

6.27 The 171 students in this institute comprise only a small share of

total secondary enrollaent, and go to the workforce to fulfill important

social and religious functioms.

VP
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Sultan Qaboos Uhiversity (SQU)

4.28 90U is to open in 1986, with a projected student enrollimsut
approaching 580. The key to the success of the university is the recurring
theme of high educational quality. There are many obvicus advantages
associated with the establishment of 5QU. The university will enhance
national prestige; educate undergraduates in their own country; complete the
educational ladder; satisfy social demand; retain within the Sultanate some of
the money for education that would be spent elsevhere; motivate students in
the educational system (to win university places); establish a university of
quality and international standing; produce high-level manpover to neet
domestic economic needs; initiate locally focussed ressarch, applying ;'esulta
to Omani development projects; and focus iaterunational interest on Owmani
development problems. But all of these clear-cut advantages, especially the
value of graduates to the Omani economy, will be undermined if the graduates
are not of much higher quality than those produced by other Gulf
universities, Omanization requires a high~quality graduate to assume high
levels of responsibility in the workforce. SQU must indeed be a center of
2xcelience if it is to fulfill the role envisaged for it.

4.29 But as planned, SQU may have too large am initial student enrolloent
to quickly bSecome 31 center of excellence. For instance, the proposed student
intake is 380 each vear; yet in 1986 there will be only 1,820 boys and 338
girls completing secondary education (but aot necessarily passing their
axaminations). 1If SQU reaches full anrollment ~ and there will be heavy
social pressure for it to do so - then it might have to enroll 22 percen: cf
all secondary completers as well as a much larger share of those who pass the

completion exam at the end of secondary education. This proportion,

%!



328 _

essentially the fruit of a hastily expandi_.ng secondary system, would be too
large to ensure coantrol over student quality. Even by 1990 there will be only
2,400 male and 1,600 female secondary' completers, and SQU could be taking 14.5
percent of them.

4,30 If SQU is obliged to take students of low quality in the sarly years,
it will meet great difficulty in establishing higher quality eatrance
requirements in subsequent years. Social demand has already driven down
standards in all Gulf universities. Most notably, Kuwait University no longer
offers higher degrees because it could not maintain the quality of its
programs. lMoreover, some of the best students may choose to finance
university studies abroad personally and others may decide to enter the labor
market or one of the many alternative forms of postsecondary education or
training. Thus, the scale of student intake to SQU, when related to the
supply of poteatizl undergraduates and opportunities open to Onani secondary
completers, makes it likely that rigorous selection to easure the quality of
entrants will be difficult to enforce.

4,31 Grealt care in selection and willingaess to accept lower than capacity
enrollment in the early years will be z=ssential if SQU is to becowme a center
of excellence. Yet the social demand to £ill university places will be
considerable. Strong vresoive over standards, while perhaps initially
unpopular, will be essential 1f SQU is ro realiza its stated abjectives. It
is better to produce fewer high-quality graduates than a large mmber who are
graduates in name saly and cannot perform effectively in the labor market at

the required professional levels.
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C. Pre-Service Training

Introduction

4.32 Traianing and education are essentially different processes with
different aims and methodologies. Training is the development of job-related
skills known to be needed in the labor market through short-term courses of
weeks or months rather than years. To this end, a variety of agencies in Oman
are responsible for pre-service training. This section deals with full-time
training courses that are provided by the public sector or a
quasi-govermmental body and that prepare those who leave the educational

system for the workforce.

The Vocational Training Institutes (VTls)

4,33 HOSAL is the largest provider of pre-service training in the
Sultanate. 'Ihé L’GV'I' is not responsible for "education™ or "vocational
aducation” or other types of “education™ per se, b‘ul: rather solely for
training related to the labor market. In practice, providiag “education™
confounds the real purpose of VIIs, as defined in the SFYDP.

4.34 At present, DGVT provides three years of preparatory equivaleat
courses, to be extended to a fourth, and possibly a fifth or sixth year. This
might have been a valid procass whea vocational traiaing was first established
in Oman and preparatory educatioan was not widespread. 3ut the shape of
vocaticonal training has been overtaken by events; namely, the increased
coverage of preparatory education, the large number of prizmary school
dropouts, and the changing expectations of young Omanis 3s Oman's oil wealth
has increased, Today, the "education™ of a few additional children of
preparatory age ia the Sultanste should aot be allowed to obscure the real

need for the "training” of those who have not been educated ta eanter the labor
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4.35 There can be no doubt about the need for training. Projectious show
that a majority of labor market entrants will continue to be at low
educational levels to the end of the century. If they are not trained, they
will vemain unskilled, since in many cases they have failed even to complete
primary education. Obviocusly, this is neither iu the best ecomomic nor social
interest of the Sultanate in the long term. To remedy this situatiom, it is
recommended that:
(i) preparatory level enrollment in VIls be ended;
(ii) extending training into a fourth year and beyond is not a2 wise
investment, since it confounds further the labor-market focus of
VIls, and might generate a problem of employment of trainees with
high aspirations. In this sense, it is a costly extension of a
blend of education and training that has little validity ia
present educatiomal and labor market circumstances;
(i1i) VTIs should be focussed on flexible training for sature trainees,
i.e. secondary-level and older;
(iv) after proper identificatiom of training needs, short-term VI1
courses should attempt to imbue thase skills,
(v) this training should not only be for moderm sector industry but
should be related to the local economy and local needs (e.g.

agriculture, falaj* consctruccion, irrigatioan chaannel technology,

etc.);

* Underground water channels that supply irrigation.

PN
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(vi) this training need not be directed only to new male labor market
entrants but also women, the elderly, and those who work in the
rural economy. Links with community development agencies and
others involved in rural development, apart from the modern
private sector, are also important;

{(vii) short-term training courses directed towards primary dropouts are
also important. These dropouts could be trained after some labor
market experience and should be matuyre enough to benefit fully;

(viii) training also might be offered to Omanis who present themselves at
Labor offices to seek work; and

{ix) standards must be protected by trade skill testing acceptable to
private employers.

4.36 This is a very different - even radical - approach from that which
resulted trom the recent deliberations of the I:‘.duc-atiou and Traianing Council.
However, such an alternative policy is an essential consideration if training
is to avoid competition for studemts with zeneral education, and is to serve
the real human resource developuent neads of the Sultanate.

5.37 Any such efforts to improve the relavance and standards of
pre-service rfraining amust be coupled with efforts to enhance the extermal
efficiency of the svstem - defined as the degree to vhich graduate trainees
are prepared to work in training~related occupations. There is little point
in training electricians and falaj builders if they all become (or want o
become) govermment clerks.

Oman Technical and Industrial College {OTIC)

4,38 At the present, Oman's ETS produces no technicians outside of the

amed forces training establishment. Therefore, there is no doubt that OTIC
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with a two= to two-and-a-half year postsecondary course directed towards
production of technicians, is asimed at a high~priority labor market need.
There is also no doubt that Omani national technicians, if of sufficiently
high quality, can quickly assume supervisory roles that are crucial if the
process of Omanization is to take hold.

4.39 OTIC's problem will be the quality of students it can attract. As a
postsecondary institution, it competes directly with the university, to vhich
most secondary graduates will wish to go. OTIC also competes for trainees
with the rapidly expanding teacher-training facilities, and with recruitment
into officer training programs in the armed forces. This leaves a potentially
poor quality student for OTIC, since the mumbers i:owlotin; secondary
education are not projected to grow very rapidly. In solving this, a change
of policy in the form of slightly scaled-down intake into the umiversity would
benefit OTIC greatly. Careful decisions must also be made about the numbers
and shares of VTI graduates allowed into OTIC. Only the highest achievers
should be allowed to move from VTI to OTIC. Even thea, it wmight be wise to
require some full-time experience in rthe workforce as a prerequisite for
admission. VTI graduates must demonstrate clearly that they vould benefit
from Further investment at OTLC, since a VII graduate should have been
prepared to eanter the workforce.

4,40 There is another potential coanflict of aim with respect to outputs
from OTIC. A decision smust also be made, at a policy rather than a pragmatic
level, about how many students completing courses at QTIC are allowed to
anter, for example, the Faculty of Zngineering at SQU. This is part of the

general conflict about training for further training or for the labor warkat.
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4.41 Planners can be certain of one thing: there is no danger of
overproducing Omani technicisns in the foreseeable future. However, the
danger is that Omam, in its desire to produce as my technicians as possible,
may reduce standards below those generally acceptable to industry, the

university manpowver staffing committees, and other compounents of the labor
market.

The Institute cf Health Sciences (IHS)

4.42 The 1HS is in a very different position from VTIs, since it is
sector-specific in orientation; moreover, the IHS is feeding a prestige,
mainly public sector, that has a genuine priority for Omanization. It is,
furthermore, a sector where there are considerable employment opportumities in
Oman's regions and at various occupationzl levels, some for females. Since
the I4S is integrated into the government employment structure (even if
trainees are_ not technically government officials, they can effectively
consider themselves as such), it can offar trainees attractive stipends as
well as a secondary-equivalent education.

4.43 What the sector will aeed in time are more detailed manpower
projections, so that the IHS outputs can be targetted either toward critical
skills in the health sciences or toward areas in which Osanization might have
naximm benefit in terms of administrative coatrol, monitoring tecl nical
standards, or in public relations. Ia the meantime, retainiag the
secondary~aquivalent status of the IHS is realistic both from the perspective

of incr:ased enrollments and of educacion and training standards.

(S)CN
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The Institute for Bankers (IB)

4.54 Institutes to train bankers have become fashionable around the Gulf.
The sector is one in which local nationala like to work, and in Oman's case
banking has been declared a priority for Ommizaticn. And there is indeed a2
need for pre-service training in banking.

4.45 The IB in Oman was created largely in response to the call for
Omanization, wvhen the share of Omanis in banking was decreasing. So the 1B
vas meant to boost entry of (Omanis into the sector. Unfortunately, with am
output of about 30 studeants a year, the [B is unlikely to transfora employaeat
patterns in the sector; moreover, banking has a tradition of internal upward
occupational mobility of labor and in-service trainiag. Care must be taken
that pre—service training does not devalue the existing in—service element.
Further, it should be made clear that by itself the IB will not necessarily
have any impact on Omanization in the sactor.

Pre-fmployment Training for Educatiom versus Training for the Labor Market

4 .46 There is, correctly, a great desizre to expand educational and
training facilities at all educational levels in the Sultanate. Thus, tha
expansion of primary and preparatory education and preparatory-level
vocational training is occurring contemporaneously with an - xpansion of
secondary and postsecondary training and educational iastitutes (e.g. Teacher
Training Institutes and the Oman Technical and Industrial College at Al
Khuwair). At the same time, students and trainees pacceive that their labor
market rewards are likely to be maximized by staying within general educatiom,
or, failing that, by staying within a training course as long as possible and

then, if possible, reentering the educational systea.
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4.47 The expansion of VIT and other vocational facilities and the strong
nonrvocational education objectives of students and trainees are to an extent
in couflict. Training is costly, several fold more costly than gemeral
education (especially in the long~term form it takes in Oman), sud should
prepsre trainees for training-related occupatioms in the labor merket. If
trainees do not enter the occupations for wvhich they are trained, then the
govermment obtains a very low return om the high cost of training and hence
the system becomes inefficient.

4.48 The system is least efficient when students teenter education afcer a
period of training; however, in the Omani context, the proliferation of
postsecondary education and training institutes will emcourage this. No doubt
some of the outstanding students at various levels of training should be
allowed to progress in education or further training. But wmost should eater
the labor market, at least for a period, after each training course. Thosa
who have entered training courses because they failed by underachieving in
general education should not be allowed to reenter general education simply
because places are available. There is an inherent paradox in taking dropouts
from primary general education and feeding them into an alternative educatiom
system that, despite its emphasis on trades rather than academic educatiom, is
supposed to be able to send them on the general secondary and, ultimately,

university aducation. Yet, it is increased comparability of VIis with general

education that is now being stressed. .

L.49 The aims of training institutes should be unequivocal: to prepare
trainees Sor the labor market. And it is toward this ead that their teaching
methodology and curricula should be directed. If the preparation of earollees 7

for further education or training is sllowed to become an integral part of the

LN
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institutional role, then preparation for the lLabor market will inevitably
suffer. The majority of trainees should be absorbed directly into the labor
market. The implications of this are clear: the majority of studeats in the
Agricultural Institute should enter the workforce, and not set their sights on
the University Faculty of Agriculture; the majority of students in VTIs should
expect to enter the workforce and not OTIC; students in Teacher Training
Institutes should become teachers and should not be permitted to joia the

Faculty of Education at the university until teaching experience has been

gained.

P. In-Service or Co-The-Job Training in the Private Sector
Inttc-)duction
4.50 On-the-Job Training (QJT) i3, 9F course, much more difficult to

evaluate fhan pre~service l:raini-ng. It varies along a spectrum from formal
instrucrion relared to new products and processes to the informal copying by
one employee of the methods used by another. 1In this respect, QJT can be
either a formal program of study or an ad hoc process that naturally occurs in
the workplace, In its broadest sense QJT is pervasive in any ecoaomy, since
workers are continously learning new aspects of their job. As a structured
program, QJT varies zreatly in incidence becween different economies and among
various sectors in the same econmomv. OJT is important because, like basic
literacy, it is an ipportant determinant of labor productivity. 3ut, in Oman
OJT should have a special role in the replacement of non-Omani bv Omani

workers. Ideally, every non-Cmani worker should effectively be a trainer of



Omanis. In the case of unskilled laborers, of course, this is unrealiscic;
however, every non-Omani with a skill employed in the Sultanate should ia
theory be making an effort to pass on elements of his profession or trade to
an Omani natiomal.

literacy

4.51 One of the first and most essential aspects of training is che
development of literacy skills. Today only about one-half of the male
worlforce can read and write, This is a fundamental and basic comstraiant to
occupational upgrading and increasing the productivity of Omani nationals.
4.52 Adult lireracy compaigns, especially as a form of training with
applied literacy as the focus, should be a priority in efforts to upgrade the
Omani national workforce. This is especially important vhen Omani nat:aanals
are competing against an importad workforce, many of wvhow are literate. A
significant increase in adult literacy would certainly yield quick benefits in
Omanization and productivity gains in both rural and urban workforces.

The Training-Levy Rebate Schewe

4.53 The training-levy scheme rebates costs of formal, fuli-time, short
training courses. These are needed, and the subsidy is justifiad to a point,
but the scheme does nothing to enhance QJT, Furthermore, tihere is no overail
effort to favor Omanis' receiving of QJT. The scheme, as presently
structured, nas relatively little impacr on training. The anount rebated
{about R.0D. 80,000) comprises only a small share of the monies levied anmually
(less than & percent); firms freat a levy as tax and do aort respond with extra

measures to train their employees.

Y7
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Exposure of Omani Nationals to On-the-Job Training im the Private Sector

4.54 Few nationals work in-the private sector: perhaps 20,000 or less
than 10 percent ¢of the total formal modern private-sector workforce are Omani,
so only a few Omani workers are exposed to OJT. Moreover, these Omsni workers
are basically drivers, guards, and public relations and managerial personnel,
which means that OJT of Omani nationals is even more limited than the total
aumber of employees might suggest. Yet, without OJT (including some form of
literacy training), upward occupational mobility of Omanis in the private
sector nust remain quite limited, It is recommended that emplovment of Omanis

in the private seccor be subsidized in a manner that relates such craiming to

productivity increases.

A Small-Firm 'rrai.uing Fuand )

4.53 Efforts at training in the private sector need not be limited to

large establishments. A fund to encourage training of (mani nationals in the
smallar establishments of the private sector (which woﬁld also act as am
effective emplovment subsidy for nationals) should be instigated. Large firms
could subsidize this fraining if payment were wmade out of a tax system
resembling the present levy. The administrative stress should be on the
desire to subsidize rather than placing an onus on the employer to does making
a clain. The employment subsidy element is important. JAny abuse of the

scheme would be a small price to pay if some of the many possible benefits
come to fruition.

4.56 Groups who fund training (such as the Oman/U.S. Joint Commission) or

those willing to give technical assistance (such as the British Council and
the Geman GTZ) could ba approached about assistance for detailed evaluatiosus

of such schemes as well as the technical assistance to implewent them.

‘ I 8
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Pre-~Service Training Follow-up

4.57 Rather than extending pre-service training, it would be more valuable
to follow-up and top off the training of graduated trainees who find
amployment in the workforce. Once in the workforce, VT1I graduates mature
rapidly and might benefit considerably from subsequent training sessioans.
These sessions could be on 2 day or longer work-velease basis.

Training in Business skills

4.58 Training of nanagers for small business and industrial enterprises as
such does not exist in Oman. Yet, in a diversifying economy, the scope for
application of modern managenment and finamcial analysis techniques is
considerable; moreover, such a scheme would enhance the traditional crading
heritage of Oman and would augment the modern Omanis’ entrepreneurial

inclinations. Clearly, both small and large enterprises could benefit from

such training.

Settiqg Priorities in a Ttainiqgﬁ?zgg;am

4,59 Probably 30 percent of the Omani natiomal private-sector workforce is

best described as unskilled. The skill pyramid tapers upward very quickly,
vith only about 8 percent being skilled workers.

4.60 Interest in income distribution and social equity suzgests that great
stress should be placed on a training effort to upgrade the unskilled worker
to a semi~skilled level, The considerable need for this is clear, vet lictle
2ffort is spent to ancourage this level of manpower development outside
govermment and the VTIs. 3ut any such focus puat be combined with a program
of training to daveliop skills needed in the labor market. Some areas can be

targetted with reasonable certaiaty, e.g. business and management skills,

plumbing, and electrical engineering; others must vait for a more detailad

skill needs assessment.

1uG
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4,61 One thing should be emphasized: the govermment should stop attempts
to subsidize and encourage falsely-defined "skills™, an example of which is
light-vehicla driving. Driving is easily and spontaneously learned; oan the
other hand, .driving of heavy=goods vehicles could be a worthwhile object of &
govermment training effort, as coulcl- the training of operators to drive earth

moving vehicles, etc.

Training of Nor—-HNationals

4,62 Training of non-Omanis in the private sector is a constant process
and is needed to upgrade poor—quality imported labor and to enhance the rather
poor productivity level of non=Omani workers ino most skill and occupational
levels. Such training of non-nationals is not necessarily a bad thing. It
enhances productivity, enables the introduction of new technology, and thereby
reduces the number of non-Omanis necessary to the vorkforce. Training of
non—Omanis should not be discouraged, since it only rarely causes Omanis to be
deprive& of craining.

4.63 In some cases, the government should encourage training of
noa—Omanis. In particular, they should be trained in pedagogy, i.e. in the
skills necessary to pass on their knowledge fo Mman counterparts., This would

greatly enhance the ability of non-Omanis to train the Omani national

workforce.

E. In-Servicz Training in the Public Sector

Introduction

4 64 Training in the defense and security forces is significant but not

considered in detail here, although the question of how to prepare servicemen
for their subsequent role in civilian life is dealt with at some length im

paras, 4.96 to 4.99,

rv-\x
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4.65 Training in the civil public sector is important because a majority
of Omani nationals in modern employment are in the public sector. It is
essential, therefore, that the public sector expose its employees to a vide
range of training opportunities.

The Institute of Public Adwministration (IPA)

4 .66 The establishment and strengthening of the IPA should spearhead the
efforts at skill craining and upgrading of Omanis employed in the public
sector. Apart from the basic training in office and adminiscrative skills,
government wministries and directorates oftem run courses suited to the needs
of their staff in conjunction with the IPA, A typical example is short
training courses {(of a few weeks duration or less) for rcad superintendents in
the areas >f administration and technical aspects of modern road maintenance.
Recent courses for industrial inspectors also exemplify this type of training,
which is an essential component of government manpower upgrading.

4.67 Some of the funds associated with the Omani/U.S. Joint Commission
Trainiag Project will be used to send Omanis emploved in the public sector
anrozd for training courses. This will augment the aumbers already nowinated
and sponsored by individual ministries, An altermative strategy would be to
reverse the approach and bring more trainetrs to (man, They quickly cowe to

understand local conditions, about which overseas' trainers are little aware

unless rhey have praviously visited Oman. And che trainees are obliged o

take the courses more seriously. At present, a trip abroad for a course is

sometimes lightly regarded as a "perk™, rather than a serious learning
experience. This perspective suggests more courses should be held in Oman

that draw on international experts from a variety of economically c¢ritical

fields.
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Counterpart Training in the Public Sector

4 .68 Considerable knowledge, skill, and experience is vested in the

non~-Omanis employed in the public sector. As part of their formally

established duties, many of these non-Omanis have to train an Omani who

eventually will take over their post to further the process of Omanization;

however, in practice it appears that this only rarely occurs, since few posts

have been earmarked for this purpose.

4.69 Why this is the case can be understood by listing some preconditions

that must be fulfilled before counterpart training can be successful:

(i)

{iv)
{v)

(vi)

(vii)

{wviii)

52

the non-national adviser must have a gzenuine wish to develop the
national staff member;

the adviser wmust be capable of developing the counterpart both
intellectually and in tems of pedagogy;

the adviser's job must in practice allow him time to develop the
national staff member, since on-~the-job training is very time
consuming ,

the national staff cember must accept that he needs development;
the countarpart must be capadle of development to a level

comnensurate with the job in question;

the counterpart's workload must give him time to benefitr frow
on~-the-job tratinirg;

the adviser and the cou rerpart must mutually agree o a job

description toward which the training will be directed;

the adviser and the nati nal staff member must mutually agree oo a

training level that is appreciated by both counterpart and
adviser, and that can bring the counterpart up to the quality
needed for the post in question. Then they both wmust drait a

training schedule to achieve this purpose;

(adad
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the counterpart must actually want to be smployed in the post in
question, i.e. the adviser's position;
(x) the administration employing the counterpart must want to employ
him in the position in question;
(x1i) the adviser and counterpart must be working within a system that

acknowledges the value of ou-the-job training as opposed to other,

-

more formal qualifications;

(xii) the staff member's progress in his traiaing program nust be
carefully monitored and rewarded, and his lack of application
chided; and

(x1ii) if the national staff member proves to be of unsuitable caliber or

aptitude to be an effective counterpart, then he should be
replaced.

4.70 Not surprisingly, few of these preconditions are met under present

circumstances in the Sultanate. For counterpart training to make the
contribution Yo Omanization that it should (and must), wuch more resolve will
have to be brought to bear. Each ministry should have a full-time
professional training cificer, and each nomOmani adviser should be targetted
for renlacement by an Omani within a prescribed time. Also, training must be
formalized, so the non~Omani adviser must be obliged to undertake this
responsibility. Progress must be logged by the training officer and the whole
process framed in an O@ani staff{ development scheme for each aiaistrry and
instigated by the craining officer. Omnly with such reorganization and focus

#il]l enhanced prozress be made towards Omanization.

53
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Training, Morale, and Productivity in the Public Sector

4.71 Government morale at the departmental level night be characterized as
low. (See also Chapter V, section A on the public sector labor market.) Oue
way of amelioraring this is by offering orientation cources for new employees
that explains to them the role of govermment and the importance of their work
within it. Since education zlone does not prepare Omanis for government
service, even highly educated entrants to public service would benefit from an
induction course. Miuch of the dissatisfaction in public service stems from
lack of communication and unrealistic expectatious that could easily be
corrected at the time of entry into government service.

4,72 Sone of the frustrations of lower-level government staff stem from
their rather poor prospects for prowmotion and increased respoasibility.
Genuine effort towards training and Omanization should alleviate any feelings
of ennui, increase motivation, and also raise morale.

The 0il Sector

4.73 The oil sector is essentially a "public® sector in terms of

training and employment patterus, and training efforts in the oil secter are
significant. Both Petroleum Development Oman (PDO) and the Oman Refinery
Company (ORC) have structured programs of on-the-job and work-release trainiag
and education, though of widely different scales,

4.74 ORC is pla.ming o enroll some 10 to 15 trainees per vear and to
provide a three-year struc“ured course for secondary completers. This course
produces maintenance and operati.s personnel, but there are curricular
branches along which selected trainees . :n pass to be developed for

supervisory, managerial, and technical positions. The problem is likely ro be

one of attracting secondary completers. PDO will run a training establishment
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of about 450 each year through 1987. There sre 350 trainees at the training
center, mostly in various steges of internationally a-pproved Technical
Education Council courses. With such a significant training effort, the
prospect for improvement in the level of Omanization of intermediate manning
levels is good, although PDO will continue to employ large numbers of
expatriates. The Ports Lu.thoril:y and some other quasi-governmental
organizations are also significant trainers of Omanis at all skill levels.

Retraining of Defense Forces for Civil Employment

4.75 A significant share of employed Omani nationals are in the dafense

arnd security forces. 1In a general way, this exacerbates reliance on non-Omani
workers in the civil economy. But more important is the role of the

demobilized soldier in the civil economy after he has completed his military °

service.

4.76 Income from soldiering is viewed as a right rather than as money that

wust be earned. The soldier becomes accustomed to am environment in which
much is provided without direct relationship to his effort; thus in some
tespects, his is a pampered existence. During the period ¢f employment in the
armed farces most recruits are able to save a significant sum of money, which
ts typically tavested in a plot of land, a well for irrigation, or a taxi cab
or pickup truck, as well as small-scale sounsvmer durables.

%.77 Thus, during his period in the armed forces, the soldier sers the
pattern and lays the basis for his life-style on being demobilized. Aiter his
discharge he typically returns to his home area, cultivates ais well-gzarden on
a part-time basis, drives a taxi on a part-time basis, .nd so becomes a member
of the workforce that remains mainly ocutside the formal wmoderm sector. Those

who do not actually adopt the informal rural saector way of life in this way

tend frequently to seek public sector employment. The salary income from this

55 . .
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is often augmented by a second job in the evening, trading or rumning a taxi,
or by attending courses for which stipends are paid. Thus, training received
in the military (apart from the common and easily acquired skill of driving)
is not generally applied by the demobilized soldier im civilian life. Ir more
general terms, the ethos experienced by the recruit in the army is one that
predisposes the soldier to not seek a productive private sector job after his
release from duty.
%.78 As numbers leaving the military increase in the future, their encry
into civilian life might become more difficult. Career guidance services and
training should be developed to aid the reentry of ex-soldiers int> the
civilian workforce. The training should consist of two elements:

(i) che ex-soldier should be informed of, and encouraged to comsider,

productive full-time empioyment, especially in the private sector,

and should be so trained to ease his entry into this employment;

and
{ii) he should be trained to better Earm his plot so his farm vields a

net—income, rather than relying on subsidy from the cash income

generated by other part-time work.



V. ACTIORS TO COFTROL THE LABOR MARKET

Introduction

5.01 None of the proposed changes to the ETS will be of social or economic
benefit unless efforts are made to fine tune the labor market. Limits oa
extra imports of non~Omanis both in rthe form of direct coatrol and as a result
of easing the rate of economic growth (as discussed in Chapter II) must be
carried out in coajunction with efforts to alter the disposition of Omani
nationals throughout the labor market. The chaaged employwment distribution of
national workers is needed to galvanize the efficieat use of Omani vorkers.
5.02 Heeded is the dual actionm of (i) altering the nature of the supply of
national workers through improving the ETS and (ii) using the workers already

in or entering the workforce to spur an integrated human resource development

strategy in tandem with the ETS.

A. The Public Sector

Employment of Civil Servants

5.03 The public sector now comprises about 49,000 wotkers, having growm
from some 19,000 workers in 1975. The number of Owanis in the civil public
sector increased from 13,000 im 1975 co 10,000 in 1982. This expansioa has
doubtless drawvn many Omanis from private sector employment. In regional
terms, Oman's public sector might not be coansidered too large, since it
accounts for only 12 percent of the total civilian workforce (compared to, for

exanrple, 35 percent in Kuwait). But public sector employment has unonetheless

swollen to the extent that:

(1) lador has been drawm from the private sector;

.,
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(ii) over-recruitwent has resulted in sinecures, and underemploywment;
and

(iii) wmorale of sowe staff is rather low due to lack of responsiblity
and promotion prospects. {(In many instances they feel their
superiors, who are viewed as obstacles to promotion, are
ill-qualified and perhaps inefficient.)

Sone Public Sector Employment Policy Changes

' 5.05

5.04 New recruitment to government service should be sharply veduced.
Probably no one who has not completed secondiry-level education (or
equivalent) should be recruited. This would act to reduce dropouts from lower
levels of education and enhance competition and quality im education, for only
high quality graduates should be accepted. Alocag with the coapetition for
university places this should enhance competition in education and thus
improve quality.

In summary, compulsory recruitment of graduates into govermment
service should be stopped; instead graduates should be encouraged to work im

the private sector in the interest of stimulating economic growth,

Salarv Conditions

5.06 The wage and conditions differential between public and private
sectors should be progressively and perhaps quite sharply reduced vith certain
exceptions, e.g. teaching, health services and training instructors, which are
justifably high priorities for Omanization, 1If no adjustments are made for
inflation in che public sector, the differential will soon become less, with
at least a reducticm at middle and lower occupational levels. iHowever,
compared to the private sector, top jobs in govermment are ill-paid; hence,
senior civil servants should be paid more, which is especially necessary to

compensate for 1oss of other private interests,
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The Premium in Public Service for VII Graduates

5.07 VTI graduates gain a premium on entering government service by being
paid more than the equivalent preparatory graduate. No one should be employed
in government who has exited the ETS at this educational level because of

their need in the development of the private sector economy and to realize the

national goal of Omanization. After upgrading of VTIS, graduates® premiums io

Covernment should be stopped.

Non—~Omani Recruits to the Public Sector

5.08 Hew non~Omani recruits to goverrmment service should be only those
with technical qualifications, and must b2 closely paired with a counterpart.

An exception to this might be training officers (see Chapter IV, paras, 4.33

te 4.99).

The Dual Role of Civil Sarvants

5.09  In the 1970s, when the pool of qualified and skilled narional
manposwer was smaller than today, there was justification for civil servants
holding private sactor interests, The benefits to the econony of maximm use
of scarce skills then probably outweighed the problem of conflict of interest,
vhereby decisions of civil servants were influenced by their private sector
profit-making activities as weli as the social good. Today there is no such
justification. To benefit the long-term social good (for example, by
minimizing labor imports), the govermment will iacreasingly have to make
dacisions that are aunpopular with the business cowmmunity. Those emploved in
the public sector must shelve their private sector interests or move aside to
allow the promotion of those without such conflicts of interest. For the
interests of the government and those of private sector business will diverge

aore in the future due to the need for controlling the expansion of the

/|
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ecouomy. Such a change will help ease the growing tension between some of the
older, established members of the government and the newer, highly educated

recruits.

Dismissal and R\esignat:icm from Covernment -

5.10 It is presently quite difficult for a national to be terminated from
the civil service. There is too much employment security so employee attitude
towards discipline is lax. Dismissal from government should be a far less
removed threat than it is presently. Cases of refused resignations are often
cited. Except in rare instances, vesignations should be accepted. Employees
who wish to leave but who are frustrated in this desire soon become
disgruntled and become low producers. It is better for morale and the system

as a whole to let those who wish to leave do so. Themn, too, vesignatiouns can

serve as a means of reducing underemployment and overstaffing ia the Givil

Service.

Di.sposition of Technical Skills in the Public Sector

5.11 Public and private sectors alike are short of techaically qualified
and skilled manpower. The evidence suggests the civil service often pays
insufficient regard to qualifications or skills in placing personnel; for
exaniple, returning graduates are often placed without due consideratioa of
their qualifications, and skilled people are often promoted into general
administrative rather thaa technical or supervisory posts. VTl entrants to
govermment service (even though ideally they should enter the private rather
than the public sector) are sometimes employed with little regard for their

training speciality. Obviously, appropriate use of available skills in the

public sector must be closely monitored.

A
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Woman in the Public Sector

5.12 Women can play a far wider role in the public sector than they have
heretofore and should be encouraged to take an active interest in a vange of
occupations that require technical qualifications. Moreover, they might be
much more respousive to in-service training than nen because they
traditionally have had fewer chances to participate.

5.13 The primary impediment to increasing the number of women entering the
public sector is the small number represented in the upper echelons of the
educational system. Thus, the education of women specifically for entry inmto
the public sector is a highly desirable first step to remedy this situation.

The Public Sector as a Productive Unit

5.14 Presentiy, public sector employment of Omani nationals is viewed as a

basic right almost on a par with citizenship. The salary ils often accepted in
exchange for the civil servant upholding social mores and standards as auch as
for his or her work comtributicn. The formal educatioa and training of civil
servants must imbue a new national work ethos. Public servants must come to
beiiave that they have to be productive and contribute to the 2conomy; their
owa self-interest must be understood as intrinsically bound up with the
national welfare. This is an essential ingredient to briang about

Jmanization. 3etter guidelines on delegation of respomsibility would help to
achieve this by reducing the pervasive abuse of senior civil servants' tice,

which is now taken up with much that skould be done by subordinates.

hamelE R e m e
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B. The Private Sector

The Potential for Industrialization .

5.15 In comason with other Gulf states, planned Osani economic
diversification is based ou industrialization, although agriculture and
fisheries will still play an important part in the overall econowy. 'l!u
private sector should play a major economic role encour~ged by public sector
initiatives and aid.

5.16 At present, much of the development in Oman has been ia the sarvice
sector and has essentially helped distribute 0il wealth rather than generating
extra ircome. Import substitutiom industries - zlumimm fabricatioa,
water—tank production, warble and titles, plastic goods, barbed wire, nails,
furnicture making, packaging, tire retreading -~ are also becoming integral to
the economic infrastructure.

5.17 Omans’® export potential and therefére, -scope for industrialization is
certainly limited, not least by competition with similar products produced by
other Culf states; however, competition with Asian economies might not be as
disadvantageous as sowetimes implied, since labor costs of the low-wage
economies of Asia do not have as much of a competitive edge as often is
asserted. Over-regulation of labor markets in South Asia means that alchough
these are low-wage economies, they are not necessarily low labor-cost
economies. Imporfed, unvegulated labor in Oman combined with ooderm
technology could produce competitive products. WHowever, the growing social
costs to Omani induscrialization associated with the extra sumbers of imported

workers needed could make such a move counterproductive to the overall goal of

Omanization.
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Industrial Diversification amd labor Imports

5.18 Before deciding wvhether more industrialization is worthwhile,
especially for exports, the wider social costs must be considered. Until the
ETs expands its output, industrialization means importation of wore non—Omani
labor. And these imported workers and their dependents draw on social
services and ytilities that have to be provided by the Omani government out of
oil revenues. They also eat imported food, which has to be paid for by oil
asonies that wight, under ocher circumstances, be directed toward spending of
more direct ana obvious benefit to Omanis.

5.19 Importing non-Omani workers to produce goods for export might not be
advantageous to the Sultanate if these aud siwmilar additional costs of

indus trialization, not met by individual enterprise or deducted before the
enterprise is judged profitable, are taken into consideration. Moreover, if
the industry is labor intemsive, it might not even be worth importing large
numbers of workers to Oman to produce products that otherwise would have to be
imported, Ia other words, the wider social costs associated with the large
mumber of workers required could outweigh the benefits of producing the goods
domestically. In che case of capital- intensive project3 emploving few
workers, the social cost would not be as great so dowmestic production could be
undertaken with less social cosc.

5.20 Overall, any importation of labor must be considered a major
constraine to industrial diversification. and this should be weighed heavily
as the share of non-Omanis in the Sultanate’s workforce rises or tihe absolute

number of noa-Omanis in the Sultanate increases.

G3 i



- 51 -

Omanization and the Private Modern Sector: Where are the Omanis?

5.21 Probably less than 10 percent of the modern formal private-sector
workforce is Omani. Only about 20,000 Omani workers are emplayved in this most
important part of the labor market, the workfgrce on which the drive to
industrialization and diversification depends, These Omanis amount to 12
percent of the national workforce. Although Omanis are still employed in
agriculture (perhaps 50,000, including part-time workers and women), only
about 20 to 30 percent of the workforce derives a significant part of its
income from agriculture.

5.22 Omanis are euployed in goverument - c¢ivil and military -~ and
increasingly in the service sector. The service sector comprises emploveent
of a casual and informal nature and is characterized by a large aumber of

sel f-employed persons and part~time workers. This clustering of Omanis in
service occupations is not a desirable labor market feature if the aim is to
decrease the number of non-Omani workers. The Omanis in informal enployment
are in relatively low productivity occupations that do not contribute zreatly
to gross domestic product (GDP) or to the modern industrial scrategy.

5.23 Ef forts must be made to formalize emplovment of Omanis, bringing more
of them into full-time, modern sector emplovment ian the most productive

arenas, on which the success of economic diversificacion depends.

Conrtrol of Hoa-Omani Ilabor Imports

3.24 There will be little progress towards Omanization while extra numbers
of non~Omani workers are freely admicted, As a precondition to evem holding
the Omaai national share of the Sultanate'’s workforce constant (at present the

non~Omani share is rising), the easy granting of labor clearances and permits

to imported, non-Omani workers should be stopped. Successful moves have
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already been made in this direction. And the private sector must be educated
through a vigorous public relations campaign to operate with a new set of
attitudes about hiring or becoming overly dependent on low productivity labor
imports.

5.25 If clearances to import workers are not taken up within a short time,
they should be cancelled. Furtherwore, the cost of labor clearances and
permits should be increased significantly. 1Increasing the cost of importing
labor should make employers more discriminating in bringing in workers of
aigher productivity and better quality. As an interim measure to tightem
labor import quotas, establishnent-based quotas could be effective; but for
the longer-term, and certainly for future planning periocds, labor imports
should be closely related to major industrial projects and contracts. Imports
of labor for informal employment should be banned, and existing permits not
renewed., Hoa—Omaais should not be employed in the Sultanate, for zxample, as
street vendors, hawvkers, or on a casual basis, ‘Similarly, there should be no
imports of labor for traditional agricultural employment. Again, existing
permits should not be renewed. A stepped-up rate of checking the non-Omani
vorkiorce must be instigated to ensure that non-Omanis are really emploved in
the occupation and sector for which the labor permit was zranted. 1In
particular, efforts should be made to reduce the clustering of noa-Omanis in
service occupations. TFor example, employwment of those imported as masons,

carpenters, and other tradesoen in the service sector should be strictly deale
with,
5.24 These and other recommendations for the private sector vill aot be

easy to enforce. 3But the computerization of labor permits should enable easy

data sorting, and the indusrrial inspectorate must be strengthened and
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improved in carrying out its duties. A transfer of staff from other
zinistries into the inspectorate should avoid extra recruiting. This wmust be
given genuinely high priority.

Agents and Private Sector Labor Recruitment

5.27 Some agents importing non~Oman labor make money out of bringing
workers iato the Sultanate and then leaving them to find their own jobs. This
practice should be quickly stopped. WNot only do these agents bring in
ummecessarily large numbers of low-paid, low-productive non-Omanis (who are of
litele benefit to the economy, and who are a poteatial source of social
problems), but they undermine other efforts to formalize and regulate the
labor market. Sponsors' claims about their establishment should be more
carefully examined before they are allowed to import workers. Resulting

delays in worker clearances shouyld be considered a part of a more stringent

labor recruitment policy.

Rural Industrializationm

5.28 Greater efforts should be made to distribrte modern sector veatures
throughout the regions of Oman. The high cost of living and distance to work
are stong deterents o Omanis working in the modern sector im the capital
region., Gas botrtling, bakeries, vholesale distribution and import
substitution industries generally could be more regionalized than present
trends indicate. 3ut once established outside the capital, these ventures
must nake real efforts to employ Omanis. Goverument aid could be tied to
recruitment to Omanis into rural industrial work.

Enforcement of the Minimos Wage

5.29 Widespread evidence suggests that many non-Omanis are emploved at

less than minimum wage, and technicalities in the law easily permit the breach

A



of this law. Omani nationals will not and canmot compete for employment with
non-0manis employed at belov the legal minimum wage. Although the
inflationary impact would be a short-term social cost, che minimum wage level
should be enforced among non-national workers. Two beneficial results would
be that (i) employers might then seek to employ high productivity non-Omanis
but to use fewer of them; and (ii) Omani job sectors would be wore artractive
to private sector employers.

Safety and Industrial Standards in the Private Sector

5.30 Enforcement of standards in industry improves productivity in the
long term and also makes conditions of the workplace, mores amenable to
employees. There i3 no reason to expect Omanis to tolerate some of the
conditions associated with non-Omani employwent, Improved standards will ease
the entry of Omanis into the private sector.

Career Guidance Services

5.31 Most young Omanis are first-generatiom school attenders from rural

areas and have little idea when they leave school about career and other
training optioas open to them in the rapidly modernizing Sultanate. Instead,
they customarily think of entering government service or the armed forces.
Their view of valuable, useful, and prestigious emplovment and work for the
Sultanate’s good should be broadened by an intensive government campsign usiog
media and other means to convey this message.

Omanis and Non—Omanis in .-\.g-.:i.culture and :-‘ishi.ng

5.32 The number of Omanis in agriculture is fewer tham is popularly
believed. Prabably only 20 to 30 percent of the Oman workforce (including
women) derive their major income from the sector., The rest of the workforce

have left the villages as periodic migrant labor moving to work in

67_‘11;—___ o

Y



- 5% -

urban areas, so there is not a large pool of labor waiting to flow inte the
modern sector from rural areas. Indeed, some aspects of agriculture are in
decline becsuse of excesaive labor cut-migration.

5.33 But importing non-Omani “replacement™ migrants to work in the palm
groves and on pump-well farms is not the answer. Although the non-Omanis in
famming might aitigate short-term agricultural output declines, they also
delay the beneficial restructuring of the agricultural sector to increase
output and enhance productivity. Importing labor for agricultural work
contains within it a severe long~term disadvantage. As already noted, such
imports should be stopped not only for their harmful effect in ossifying
traditional agriculture Hut also because non-Cmani workers in rural areas
perform tasks that would otherwise be traditionally assigned to che role of

women.

Subsidizing Entry of Some Omanis into the Private Sector

5.34 Ingtead of a premium being paid for vocationallv-trained manpower Lo

enter the public sector, VII graduates, and perhaps other groups, should have
their eatry into the private sector subsidized from government funds.

5.35 In principle, the subsidy should be a bridge between what the
enployer might reasonably be expected to pay for the Omani worker and the
minimum sum that the Cmani would accept (detailed survey wvork is aeeded to
determine wage expectations). The difference could be paid by the

govermment in the first vear of emplovment, provided the new employee is given
some training. Over the next two years the individual worker subsidy would be
phased out, so that in the fourth year the etnployer would pay the full cost.

The employer's increasing cost should be covered by the risiag productivity of

the Omani employee.

63

<

L



- 56 -

5.36 Such a scheme would be expensive, but VI1 graduates are a costly
product in any event. And the only way to emsure that the Sultanate receives
a positive return oun technically-trained and qualified wanpower is to ensure’

their entry into occupations related to the skills they have acquired at VIIs.
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Vi. CONCLUSIOE

6.01 I1f preseant trends are not altered by strong policy initiatives, Oman
will find itself with over two-thirds of the labor market comprised of
non-Omani workers. Even now nono-Omanis are rapidly becoming crucially
important in all gsectors of the economy except govermment, including
agriculture and other rural types of employment. Failure to reduce the import
rate of non~Omani workers will pose a real threat to the Omani way of life and
runs counter to the overall aim of economic diversification to generate vealth

for the Omonis themselves, as articula:ed in tha SFYDP.

6.02 Labor imports on the present sicale also constrgin the proper

educational and social development of Jmani men as wel. as the poteatial
economic participation of rural womea +ho would otherwi:: be more effective
income earners. Binding the econowy to nop~Omani worke::@ means an increase in
remittance outflows. Importing migran: workers also means political
dependence on the countries supplying the labor, which several other Gulf

countries have recently found to be a hindrance to their Ereedom of political

and social action.

65.03 The human resource developwent strategv in Oman must eansure students

are channelled to appropriate education strata within the £T3 1ccording to
student abilitv and with regard to need in the workforce. Clsarly, large
mmbers ¢ technicallv-trained Omanis :re needed Co complement aid 2ventually
displace nom-Cmani workers. With the cpening of Sultan Qa~00s University in
1986 attracting students ianto secondary-equivalent and postsecoundary schools
that train for specific labor market nceds may become difficult. At present

no well orchestrated approach to manpover planning in relation to the human

‘resource delivery system (ETS) exists.
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6.04 Furthermore, the deployment of Omsnis in the modern economic sector

is especially problematic, in that wmany Omanis are unskilled and work in the
informal service sector or hold part time jobs. At presemt, few trainming
programs exist to upgrade basic skill levels, including literacy training, and
the training programs that are given in public and private sectors often do
not achieve their intended objectives.

6.05 To maintain the long~term economic health of the Sultanate and to

preserve the admirable characteristics of Omani life, short-term concerted

efforts must be made to:
(i) control labor imports;
(ii) improve further the quality of human resource development; aad
(iii) encourage the deploywent of more Omani national workers in the
productive modern sector.

6.06 Achievement of this requires joint actiom in the educatiom and
training system and labor market, which will undoubtedly eatail an unpopular
short=~tarm social cost. But the long-term disadvantages of inaction on these
fronts are even more serious. [In essence, Omani planners should choose a
slover path of economic growth that favors better developwent of national
human resources aad minimizes the number of imported workers or fman could

risk losing control of its own economic development.
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