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AN INTEGRATED APPROACH TO MANPOWER DEVELOPMENT
IN THE ARAB WORLD

M. Naji ¥

1t is clearly misleading to think of the Arab world as a homogeneous
entity. The Arabs share a common language, history and traditions, and
have similar institutions. Nevertheless, the Arab states are not at the same
stage of development, nor do they all possess the same amount of social,
economic and educational requirements for such development.

Some are rich in human capital, others are rich in monetary terms;
some possess natural resources, others are relatively poor in such re-
sources; some are relatively advanced in terms of educational opportuni-
ties, others lag behind. Some have started on the road toward the appli-
cation of science and technology; others haven’t yet been able to begin.
Some have serious population problems; others have a dire need for labor
and human resources.

The Arab world, as a whole, possesses impressive capabilties for
growth and development that are perhaps unparalleled today. Neverthe-
less, if we take the Arab states individually, the diversity appears quite
clearly, and the imbalance that exists between their potential for growth
becomes striking. Regardless of these wide differences, many, if not all
Arab states have started, in recent years, a massive effort toward deve-
lopment in the economic, social, and educational spheres.

The ultimate goal of manpower planning is not only to effectively
utilize all aspects of human resources for development, but, more import-
ant, to attempt to reduce those fantastic barriers to employment that
keep people in an expanding economy from sharing the benefits of that
economy. If development does not produce more jobs and a fuller role in
a society for the working man and woman, it can disrupt the world as we
know it instead of building a new one.

From this introduction, we proceed to highlight significant issues of
an integrated approach to manpower development in the Arab world.
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1. The Nature of Manpower Planning

A. Perspectives on Manpower Planning,

Due to the interdisciplinary nature of manpower planning, the term
actually means different things to different people. A manpower “policy”
is used here to denote those governmental measurements that are design-
ed to improve the operation of labor market mechanisms. This definition
has the distinguishing characteristic of focusing attention on the labor
market as the primary arena within which such policies are tested and
implemented.

The term “labor market” is not totally inadequate in the context of
the diverse economic and political philosophy of Arab governments. As
far as most Arab societies still experience sizable surpluses and/or short-
ages in certain occupational and professional skills, as well as different
forms of unemployment, some features of a market mechanism exist.

Therefore, it seems appropriate to distinguish between : 1) manpower
policies designed to cope with problems present in the current transitional
stage, 2) manpower policies geared to hasten the coming of the stage
where market mechanisms will be operating, and 3) long term policies
realizable only when social and economic planning achieve their goals.
However, these should be seen not as alternatives, but as complimentary
aspects of an integrated manpower policy. Purely manpower issues relat-
ed to the labor market are significantly influenced by trends of a long
range nature especially demographic, technological, economic, and edu-
cational.

What must be asserted is the need for a three dimensional strategy in
manpower policy; the first is of a preventive nature to prevent further de-
terioration of the characteristics of human resources as these relate to
their employment and employability, the second is of a curative nature
directed toward devising policies to improve their utilization, and the third
is a true challenge not only to the immediate concern with the labor
market, but also to the ability to plan and effectively chart national goals
in the area of population growth, transference of science and technology,
as well as reorganization of the educational system,

In order to consider the different meanings of the integrated
approach to manpower development, special emphasis will be given to
the ones that serve as perspectives to this paper’s discussion. The first
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is to forget about the boundaries of the Arab states, and to perceive the
Arab world as one unit of analysis. This clearly demonstrates the compli-
mentary aspects of the Arab states in terms of human as well as other
resources,

Several factors substantiate this assessment : 1) The oversupply of
labor and certain skills in some Arab states and the shortages that exist
in others. 2) The leadership role certain states occupy in providing edu-
cational and training experience and facilities. 3) The liberalization of
mobility and legislation of citizenship and entry requirements, 4) The ex-
isting wage differentials, and more important, 5) The very sizable activity
in construction, development projects, and investment that is currently
being undertaken by oil producing Arab countries.

A second perspective pulls together in an integrated form significant
variatles affecting manpower, Greater emphasis is given to the multi-
disciplinary nature of the problem. A final perspective to manpower deve-
lopment takes as its point of departure neither the unit of analysis nor
the variables as such, but focuses primarily on the level of analysis, i.e.,
the institution, the organization and/or the individual.

B. Manpower Institutions

Past experience in other countries indicates clearly that manpower
programs have not achieved all their objectives.(1)

One of the basic problems lies in the organization of manpower
programs. Most administrators are usually aware of the close relation-
ship between policy development and operational realities; though put-
ting the two together is the challenge they face,

A well coordinated, comprehensive program must be more than a
glued-together collection of separate pieces. Each piece must be integrat-
ed with the other, so that the individual has available in an orderly se-
quence whatever he needs to move from unemployment and unemploy-
ability to a good job at a decent wage. It must provide a well-defined
relationship to other social and economic development programs.

In many Arab states there are several ministries and agencies operat-
ing in the area of human development. The basic problem is to get them
to work together. This is a major issue that must be resolved if there is to
be effective implementation of manpower policy. In most cases the failure
to tie manpower programs together is due not only to the usual bureau-
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crytic secrecy and squabbling or to the lack of will to cooperate between
tments, but is also due to the real complexities involved in carrying
grand scale integration of several kinds of manpower programs.
re, inter-ministerial and interdepartmental review teams should
sour ‘? necessary to translate approved plans into efficient operations, to

needs with available resources, to determine priorities for alloca-

T o8 of resources, and to see that local efforts are coordinated to deal

with the priority requirements. In brief, there should be an end to the
competing and most often contflicting bureaucratic interests at every level
of government, and to the haphazard layers of one planning and/or deli-
very system on top of another.

Manpower policy must be broad enough to allow tailoring to the
needs of individuals and flexible enough to be geared to the specific pro-
blems of a community, region and/or state. While there is no feasible al-
ternative to central directions and control of manpower planning, by the
same token, there is no feasible alternative to decentralized development
and execution of manpower plans.(2)

Manpower planning involves the use of existing institutions or the deve-
lopment of new ones to produce the people with the skills and knowledge
necessary for the nation’s goals and of the general strategy by which
those goals are to be achieved.

Therefore, it requires careful and continuous projection of manpower
resources and requirements into the future — based upon an economy
that is envisaged but not actually in being. An integrated approach to
manpower must be a phased operation, gradually moving from where
a nation is to where it wants to be,

The systematic taking of timely action to balance manpower needs
and resources requires not only a penetrating understanding of the re-
lationships between human skills and national progress but the systematic
application of technical tools that are developed in this field.

The experience of economic planning in many Arab countries has
created more awareness of the significance of manpower factors to the
attainment of national goals. Nevertheless, the Arab governments have
to show a clear and irrevocable commitment to a greater investment in
human resource development.
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In summary, manpower planning requires : 1) An adequate appre-
ciation at the top levels of government of the manpower problems created
by rapid economic development and a sense of urgency in doing some-
thing about them. 2) An organizational structure within the govern-
ment capable of dealing effectively with these problems on a continuing
basis. 3) A comprehensive, integrated manpower program geared to
both the short and long-term needs of national development. 4) I'op policy
level understanding and support for the program. 5) Vigorous effectua-
tion with periodic review, evaluation, extension, and examination of the
program.

The elements of a manpower program may be roughly divided into
three categories — development of manpower information required for
administrative decision and action, execution of manpower projects on
which sufficient data and policy guidance exists to permit immediate
action, and further study of manpower projects on which additional data
or guidance are required.(3)

C. Manpower Data

The necessity for reliable and complete manpower statistics has
made itself felt in the developing countries,(4) the Arab states are no
exception, where difficulties have been experienced in the formulation of
development programs in the absence of such statistics. It is unfortunate
that this aspect of manpower programs (data collection, classification, and
publication) has not received the proper attention it deserves. With a few
exceptions, there is a complete absence of systematic data on which any
sound planning should be based.(5) Where few sources of data exist,
because of their relative scarcity and short history, such figures require
careful] scrutinization before they can be usefully subjected to any mean-
ingful analysis.

The usefulness of manpower data for analytical purposes may be
affected by factors such as concepts,(6) definitions, design, type of classi-
fications, the amount of detail, and the specific factors of research or
probing interest.

An issue of great urgency is the establishment of a data base for the
Arab states, and the development of a permanent system for data collec-
tion. This task can proceed by: 1) surveying present data,2) identify-
ing agencies collecting such data, 3) describing data collection proce-
dures, 4) delineating the conceptual framework appropriate for data
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1. The Nature of Manpower Planning

A. Perspectives on Manpower Planning,

Due to the interdisciplinary nature of manpower planning, the term
actually means different things to different people. A manpower “policy”
is used here to denote those governmental measurements that are design-
ed to improve the operation of labor market mechanisms. This definition
has the distinguishing characteristic of focusing attention on the labor
market as the primary arena within which such policies are tested and
implemented.

The term “labor market” is not totally inadequate in the context of
the diverse economic and political philosophy of Arab governments. As
far as most Arab societies still experience sizable surpluses and/or short-
ages in certain occupational and professional skills, as well as different
forms of unemployment, some features of a market mechanism exist.

Therefore, it seems appropriate to distinguish between : 1) manpower
policies designed to cope with problems present in the current transitional
stage, 2) manpower policies geared to hasten the coming of the stage
where market mechanisms will be operating, and 3) long term policies
realizable only when social and economic planning achieve their goals.
However, these should be seen not as alternatives, but as complimentary
aspects of an integrated manpower policy. Purely manpower issues relat-
ed to the labor market are significantly influenced by trends of a long
range nature especially demographic, technological, economic, and edu-
cational.

What must be asserted is the need for a three dimensional strategy in
manpower policy; the first is of a preventive nature to prevent further de-
terioration of the characteristics of human resources as these relate to
their employment and employability, the second is of a curative nature
directed toward devising policies to improve their utilization, and the third
is a true challenge not only to the immediate concern with the labor
market, but also to the ability to plan and effectively chart nationa] goals
in the area of population growth, transference of science and technology,
as well as reorganization of the educational system.

In order to consider the different meanings of the integrated
approach to manpower development, special emphasis will be given to
the ones that serve as perspectives to this paper’s discussion. The first
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is to forget about the boundaries of the Arab states, and to perceive the
Arab world as one unit of analysis. This clearly demonstrates the compli-
mentary aspects of the Arab states in terms of human as well as other
resources.

Several factors substantiate this assessment : 1) The oversupply of
labor and certain skills in some Arab states and the shortages that exist
in others. 2) The leadership role certain states occupy in providing edu-
cational and training experience and facilities. 3) The liberalization of
mobility and legislation of citizenship and entry requirements. 4) The ex-
isting wage differentials, and more important, 5) The very sizable activity
in construction, development projects, and investment that is currently
being undertaken by oil producing Arab countries.

A second perspective pulls together in an integrated form significant
variatles affecting manpower. Greater emphasis is given to the multi-
disciplinary nature of the problem. A final perspective to manpower deve-
lopment takes as its point of departure neither the unit of analysis nor
the variables as such, but focuses primarily on the level of analysis, i.e.,
the institution, the organization and/or the individual.

B. Manpower Institutions

Past experience in other countries indicates clearly that manpower
programs have not achieved all their objectives.(1)

One of the basic problems lies in the organization of manpower
programs. Most administrators are usually aware of the close relation-
ship between policy development and operational realities; though put-
ting the two together is the challenge they face.

A well coordinated, comprehensive program must be more than a
glued-together collection of separate pieces. Each piece must be integrat-
ed with the other, so that the individual has available in an orderly se-
quence whatever he needs to move from unemployment and unemploy-
ability to a good job at a decent wage. It must provide a well-defined
relationship to other social and economic development programs.

In many Arab states there are several ministries and agencies operat-
ing in the area of human development. The basic problem is to get them
to work together, This is a major issue that must be resolved if there is to
be effective implementation of manpower policy. In most cases the failure
to tie manpower programs together is due not only to the usual bureau-
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cratic secrecy and squabbling or to the lack of will to cooperate between
departments, but is also due to the rea] complexities involved in carrying
out a grand scale integration of several kinds of manpower programs.
Therefore, inter-ministerial and interdepartmental review teams should
be established with sufficient authority to command the range of re-
sources necessary to translate approved plans into efficient operations, to
balance needs with available resources, to determine priorities for alloca-
tion of resources, and to see that local efforts are coordinated to deal
with the priority requirements. In brief, there should be an end to the
competing and most often conflicting bureaucratic interests at every level
of government, and to the haphazard layers of one planning and/or deli-
very system on top of another.

Manpower policy must be broad enough to allow tailoring to the
needs of individuals and flexible enough to be geared to the specific pro-
blems of a community, region and/or state, While there is no feasible al-
ternative to central directions and control of manpower planning, by the
same token, there is no feasible alternative to decentralized development
and execution of manpower plans.(2)

Manpower planning involves the use of existing institutions or the deve-
lopment of new ones to produce the people with the skills and knowledge
necessary for the nation’s goals and of the general strategy by which
those goals are to be achieved.

Therefore, it requires careful and continuous projection of manpower
resources and requirements into the future — based upon an economy
that is envisaged but not actually in being. An integrated approach to
manpower must be a phased operation, gradually moving from where
a nation is to where it wants to be.

The systematic taking of timely action to balance manpower needs
and resources requires not only a penetrating understanding of the re-
lationships between human skills and national progress but the systematic
application of technical tools that are developed in this field.

The experience of economic planning in many Arab countries has
created more awareness of the significance of manpower factors to the
attainment of national goals. Nevertheless, the Arab governments have
to show a clear and irrevocable commitment to a greater investment in
human resource development.



32

In summary, manpower planning requires : 1) An adequate appre-
ciation at the top levels of government of the manpower problems created
by rapid economic development and a sense of urgency in doing some-
thing about them. 2) An organizational structure within the govern-
ment capable of dealing effectively with these problems on a continuing
basis. 3) A comprehensive, integrated manpower program geared to
both the short and long-term needs of national development. 4)I'op policy
level understanding and support for the program. 5) Vigorous effectua-
tion with periodic review, evaluation, extension, and examination of the
program.

The elements of a manpower program may be roughly divided into
three categories — development of manpower information required for
administrative decision and action, execution of manpower projects on
which sufficient data and policy guidance exists to permit immediate
action, and further study of manpower projects on which additional data
or guidance are required.(3)

C. Manpower Data

The necessity for reliable and complete manpower statistics bas
made itself felt in the developing countries,(4) the Arab states are no
exception, where difficulties have been experienced in the formulation of
development programs in the absence of such statistics. It is unfortunate
that this aspect of manpower programs (data collection, classification, and
publication) has not received the proper attention it deserves. With a few
exceptions, there is a complete absence of systematic data on which any
sound planning should be based.(5) Where few sources of data exist,
because of their relative scarcity and short history, such figures require
careful scrutinization before they can be usefully subjected to any mean-
ingful analysis.

The usefulness of manpower data for analytical purposes may be
affected by factors such as concepts,(6) definitions, design, type of classi-
fications, the amount of detail, and the specific factors of research or
probing interest.

An issue of great urgency is the establishment of a data base for the
Arab states, and the development of a permanent system for data collec-
tion. This task can proceed by: 1) surveying present data,2)- identify-
ing agencies collecting such data, 3) describing data collection proce-
dures, 4) delineating the conceptual framework appropriate for data
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1. The Nature of Manpower Planning

A. Perspectives on Manpower Planning,

Due to the interdisciplinary nature of manpower planning, the term
actually means different things to different people, A manpower “policy”
is used here to denote those governmental measurements that are design-
ed to improve the operation of labor market mechanisms. This definition
has the distinguishing characteristic of focusing attention on the labor
market as the primary arena within which such policies are tested and
implemented.

The term “labor market” is not totally inadequate in the context of
the diverse economic and political philosophy of Arab governments. As
far as most Arab societies still experience sizable surpluses and/or short-
ages in certain occupational and professional skills, as well as different
forms of unemployment, some features of a market mechanism exist.

Therefore, it seems appropriate to distinguish between : 1) manpower
policies designed to cope with problems present in the current transitional
stage, 2) manpower policies geared to hasten the coming of the stage
where market mechanisms will be operating, and 3) long term policies
realizable only when social and economic planning achieve their goals.
However, these should be scen not as alternatives, but as complimentary
aspects of an integrated manpower policy. Purely manpower issues relat-
ed to the labor market are significantly influenced by trends of a long
range nature especially demographic, technological, economic, and edu-
cational.

What must be asserted is the need for a three dimensional] strategy in
manpower policy; the first is of a preventive nature to prevent further de-
terjoration of the characteristics of human resources as these relate to
their employment and employability, the second is of a curative nature
directed toward devising policies to improve their utilization, and the third
is a true challenge not only to the immediate concern with the labor
market, but also to the ability to plan and effectively chart national goals
in the area of population growth, transference of science and technology,
as well as reorganization of the educational system,.

In order to consider the different meanings of the integrated
approach to manpower development, special emphasis will be given to
the ones that serve as perspectives to this paper’s discussion. The first
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is to forget about the boundaries of the Arab states, and to perceive the
Arab world as one unit of analysis. This clearly demonstrates the compli-
mentary aspects of the Arab states in terms of human as well as other
resources.

Several factors substantiate this assessment : 1) The oversupply of
labor and certain skills in some Arab states and the shortages that exist
in others. 2) The leadership role certain states occupy in providing edu-
cational and training experience and facilities. 3) The liberalization of
mobility and legislation of citizenship and entry requirements. 4) The ex-
isting wage differentials, and more important, 5) The very sizable activity
in construction, development projects, and investment that is currently
being undertaken by oil producing Arab countries.

A second perspective pulls together in an integrated form significant
variatles affecting manpower. Greater emphasis is given to the multi-
disciplinary nature of the problem. A final perspective to manpower deve-
lopment takes as its point of departure neither the unit of analysis nor
the variables as such, but focuses primarily on the level of analysis, i.e.,
the institution, the organization and/or the individual.

B. Manpower Institutions

Past experience in other countries indicates clearly that manpower
programs have not achieved all their objectives.(1)

One of the basic problems lies in the organization of manpower
programs. Most administrators are usually aware of the close relation-
ship between policy development and operational realities; though put-
ting the two together is the challenge they face.

A well coordinated, comprehensive program must be more than a
glued-together collection of separate pieces. Each piece must be integrat-
ed with the other, so that the individual has available in an orderly se-
quence whatever he needs to move from unemployment and unemploy-
ability to a good job at a decent wage. It must provide a well-defined
relationship to other social and economic development programs.

In many Arab states there are several ministries and agencies operat-
ing in the area of human development. The basic problem is to get them
to work together. This is a major issue that must be resolved if there is to
be effective implementation of manpower policy. In most cases the failure
to tie manpower programs together is due not only to the usual bureau-
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cratic secrecy and squabbling or to the lack of will to cooperate between
departments, but is also due to the real complexities involved in carrying
out a grand scale integration of several kinds of manpower programs.
Therefore, inter-ministerial and interdepartmental review teams should
be established with sufficient authority to command the range of re-
sources necessary to translate approved plans into efficient operations, to
balance needs with available resources, to determine priorities for alloca-
tion of resources, and to see that local efforts are coordinated to deal
with the priority requirements. In brief, there should be an end to the
competing and most often conflicting bureaucratic interests at every level
of government, and to the haphazard layers of one planning and/or deli-
very system on top of another.

Manpower policy must be broad enough to allow tailoring to the
needs of individuals and flexible enough to be geared to the specific pro-
blems of a community, region and/or state. While there is no feasible al-
ternative to central directions and control of manpower planning, by the
same token, there is no feasible alternative to decentralized development
and execution of manpower plans.(2)

Manpower planning involves the use of existing institutions or the deve-
lopment of new ones to produce the people with the skills and knowledge
necessary for the nation’s goals and of the general strategy by which
those goals are to be achieved.

Therefore, it requires careful and continuous projection of manpower
resources and requirements into the future — based upon an economy
that is envisaged but not actually in being. An integrated approach to
manpower must be a phased operation, gradually moving from where
a nation is to where it wants to be.

The systematic taking of timely action to balance manpower needs
and resources requires not only a penetrating understanding of the re-
lationships between human skills and national progress but the systematic
application of technical tools that are developed in this field.

The experience of economic planning in many Arab countries has
created more awareness of the significance of manpower factors to the
attainment of national goals. Nevertheless, the Arab governments have
to show a clear and irrevocable commitment to a greater investment in
human resource development.
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In summary, manpower planning requires : 1) An adequate appre-
ciation at the top levels of government of the manpower problems created
by rapid economic development and a sense of urgency in doing some-
thing about them. 2) An organizational structure within the govern-
ment capable of dealing effectively with these problems on a continuing
basis. 3) A comprehensive, integrated manpower program geared to
both the short and long-term needs of national development. 4) Fop policy
level understanding and support for the program. 5) Vigorous effectua-
tion with periodic review, evaluation, extension, and examination of the
program.

The elements of a manpower program may be roughly divided into
three categories — development of manpower information required for
administrative decision and action, execution of manpower projects on
which sufficient data and policy guidance exists to permit immediate
action, and further study of manpower projects on which additional data
or guidance are required.(3)

C. Manpower Data

The necessity for reliable and complete manpower statistics has
made itself felt in the developing countries,(4) the Arab states are no
exception, where difficulties have been experienced in the formulation of
development programs in the absence of such statistics. It is unfortunate
that this aspect of manpower programs (data collection, classification, and
publication) has not received the proper attention it deserves. With a few
exceptions, there is a complete absence of systematic data on which any
sound planning should be based.(5) Where few sources of data exist,
because of their relative scarcity and short history, such figures require
careful scrutinization before they can be usefully subjected to any mean-
ingful analysis.

The usefulness of manpower data for analytical purposes may be
affected by factors such as concepts,(6) definitions, design, type of classi-
fications, the amount of detail, and the specific factors of research or
probing interest.

An issue of great urgency is the establishment of a data base for the
Arab states, and the development of a permanent system for data collec-
tion. This task can proceed by: 1) surveying present data,2)  identify-
ing agencies collecting such data, 3) describing data collection proce-
dures, 4) delineating the conceptual framework appropriate for data
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1. The Nature of Manpower Planning

A. Perspectives on Manpower Planning,

Due to the interdisciplinary nature of manpower planning, the term
actually means different things to different people. A manpower “policy”
is used here to denote those governmental measurements that are design-
ed to improve the operation of labor market mechanisms. This definition
has the distinguishing characteristic of focusing attention on the labor
market as the primary arena within which such policies are tested and
implemented.

The term “labor market” is not totally inadequate in the context of
the diverse economic and political philosophy of Arab governments. As
far as most Arab societies still experience sizable surpluses and/or short-
ages in certain occupational and professional skills, as well as different
forms of unemployment, some features of a market mechanism exist.

Therefore, it secems appropriate to distinguish between : 1) manpower
policies designed to cope with problems present in the current transitional
stage, 2) manpower policies geared to hasten the coming of the stage
where market mechanisms will be operating, and 3) long term policies
realizable only when social and economic planning achieve their goals.
However, these should be seen not as alternatives, but as complimentary
aspects of an integrated manpower policy. Purely manpower issues relat-
ed to the labor market are significantly influenced by trends of a long
range nature especially demographic, technological, economic, and edu-
cational.

What must be asserted is the need for a three dimensional strategy in
manpower policy; the first is of a preventive nature to prevent further de-
terioration of the characteristics of human resources as these relate to
their employment and employability, the second is of a curative nature
directed toward devising policies to improve their utilization, and the third
is a true challenge not only to the immediate concern with the labor
market, but also to the ability to plan and effectively chart nationa] goals
in the area of population growtHh, transference of science and technology,
as well as reorganization of the educational system.

In order to consider the different meanings of the integrated
approach to manpower development, special emphasis will be given to
the ones that serve as perspectives to this paper’s discussion, The first
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is to forget about the boundaries of the Arab states, and to perceive the
Arab world as one unit of analysis. This clearly demonstrates the compli-
mentary aspects of the Arab states in terms of human as well as other
resources,

Several factors substantiate this assessment : 1) The oversupply of
labor and certain skills in some Arab states and the shortages that exist
in others. 2) The leadership role certain states occupy in providing edu-
cational and training experience and facilities. 3) The liberalization of
mobility and legislation of citizenship and entry requirements. 4) The ex-
isting wage differentials, and more important, 5) The very sizable activity
in construction, development projects, and investment that is currently
being undertaken by oil producing Arab countries.

A second perspective pulls together in an integrated form significant
variatles affecting manpower. Greater empbhasis is given to the multi-
disciplipary nature of the problem. A final perspective to manpower deve-
lopment takes as its point of departure neither the unit of analysis nor
the variables as such, but focuses primarily on the level of analysis, i.e.,
the institution, the organization and/or the individual.

B. Manpower Institutions

Past experience in other countries indicates clearly that manpower
programs have not achieved all their objectives.(1)

One of the basic problems lies in the organization of manpower
programs. Most administrators are usually aware of the close relation-
ship between policy development and operational realities; though put-
ting the two together is the challenge they face.

A well coordinated, comprehensive program must be more than a
glued-together collection of separate pieces. Each piece must be integrat-
ed with the other, so that the individual has available in an orderly se-
quence whatever he needs to move from unemployment and unemploy-
ability to a good job at a decent wage. It must provide a well-defined
relationship to other social and economic development programs.

In many Arab states there are several ministries and agencies operat-
ing in the area of human development. The basic problem is to get them
to work together. This is a major issue that must be resolved if there is to
be effective implementation of manpower policy. In most cases the failure
to tie manpower programs together is due not only to the usual bureau-
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cratic secrecy and squabbling or to the lack of will to cooperate between
departments, but is also due to the rea] complexities involved in carrying
out a grand scale integration of several kinds of manpower programs.
Therefore, inter-ministerial and interdepartmental review teams should
be established with sufficient authority to command the range of re-
sources necessary to translate approved plans into efficient operations, to
balance needs with available resources, to determine priorities for alloca-
tion of resources, and to see that local efforts are coordinated to deal
with the priority requirements. In brief, there should be an end to the
competing and most often conflicting bureaucratic interests at every level
of government, and to the haphazard layers of one planning and/or deli-
very system on top of another.

Manpower policy must be broad enough to allow tailoring to the
needs of individuals and flexible enough to be geared to the specific pro-
blems of a community, region and/or state. While there is no feasible al-
ternative to central directions and control of manpower planning, by the
same token, there is no feasible alternative to decentralized development
and execution of manpower plans.(2)

Manpower planning involves the use of existing institutions or the deve-
lopment of new ones to produce the people with the skills and knowledge
necessary for the nation’s goals and of the general strategy by which
those goals are to be achieved.

Therefore, it requires careful and continuous projection of manpower
resources and requirements into the future — based upon an economy
that is envisaged but not actually in being. An integrated approach to
manpower must be a phased operation, gradually moving from where
a nation is to where it wants to be.

The systematic taking of timely action to balance manpower needs
and resources requires not only a penetrating understanding of the re-
lationships between human skills and nationa] progress but the systematic
application of technical tools that are developed in this field.

The experience of economic planning in many Arab countries has
created more awareness of the significance of manpower factors to the
attainment of national goals. Nevertheless, the Arab governments have
to show a clear and irrevocable commitment to a greater investment in
human resource development.
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In summary, manpower planning requires : 1) An adequate appre-
ciation at the top levels of government of the manpower problems created
by rapid economic development and a sense of urgency in doing some-
thing about them. 2) An organizational structure within the govern-
ment capable of dealing effectively with these problems on a continuing
basis. 3) A comprehensive, integrated manpower program geared to
both the short and long-term needs of national development, 4) Fop policy
leve] understanding and support for the program. 5) Vigorous effectua-
tion with periodic review, evaluation, extension, and examination of the
program.

The elements of a manpower program may be roughly divided into
three categories — development of manpower information required for
administrative decision and action, execution of manpower projects on
which sufficient data and policy guidance exists to permit immediate
action, and further study of manpower projects on which additional data
or guidance are required.(3)

C. Manpower Data

The necessity for reliable and complete manpower statistics has
made itself felt in the developing countries,(4) the Arab states are no
exception, where difficulties have been experienced in the formulation of
development programs in the absence of such statistics. It is unfortunate

that this aspect of manpower programs (data collection, classification, and
publication) has not received the proper attention it deserves. With a few
exceptions, there is a complete absence of systematic data on which any
sound planning should be based.(5) Where few sources of data exist,
because of their relative scarcity and short history, such figures require
careful scrutinization before they can be usefully subjected to any mean-
ingful analysis.

The usefulness of manpower data for analytical purposes may be
affected by factors such as concepts,(6) definitions, design, type of classi-
fications, the amount of detail, and the specific factors of research or
probing interest.

An issue of great urgency is the establishment of a data base for the
Arab states, and the development of a permanent system for data collec-
tion. This task can proceed by: 1) surveying present data,2) identify-
ing agencies collecting such data, 3) describing data collection proce-
dures, 4) delineating the conceptual framework appropriate for data
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1. The Nature of Manpower Planning

A. Perspectives on Manpower Planning,

Due to the interdisciplinary nature of manpower planning, the term
actually means different things to different people. A manpower “policy™
is used here to denote those governmental measurements that are design-
ed to improve the operation of labor market mechanisms. This definition
has the distinguishing characteristic of focusing attention on the labor
market as the primary arena within which such policies are tested and
implemented.

The term “labor market” is not totally inadequate in the context of
the diverse economic and political philosophy of Arab governments. As
far as most Arab societies still experience sizable surpluses and/or short-
ages in certain occupational and professional skills, as well as different
forms of unemployment, some features of a market mechanism exist.

Therefore, it seems appropriate to distinguish between : 1) manpower
policies designed to cope with problems present in the current transitional
stage, 2) manpower policies geared to hasten the coming of the stage
where market mechanisms will be operating, and 3) long term policies
realizable only when social and economic planning achieve their goals.
However, these should be seen not as alternatives, but as complimentary
aspects of an integrated manpower policy. Purely manpower issues relat-
ed to the labor market are significantly influenced by trends of a long
range nature especially demographic, technological, economic, and edu-
cational.

What must be asserted is the need for a three dimensional strategy in
manpower policy; the first is of a preventive nature to prevent further de-
terioration of the characteristics of human resources as these relate to
their employment and employability, the second is of a curative nature
directed toward devising policies to improve their utilization, and the third
is a true challenge not only to the immediate concern with the labor
market, but also to the ability to plan and effectively chart national goals
in the area of population growth, transference of science and technology,
as well as reorganization of the educational system,

In order to consider the different meanings of the integrated
approach to manpower development, special emphasis will be given to
the ones that serve as perspectives to this paper’s discussion. The first
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is to forget about the boundaries of the Arab states, and to perceive the
Arab world as one unit of analysis. This clearly demonstrates the compli-
mentary aspects of the Arab states in terms of human as well as other
resources.

Several factors substantiate this assessment : 1) The oversupply of
labor and certain skills in some Arab states and the shortages that exist
in others. 2) The leadership role certain states occupy in providing edu-
cational and training experience and facilities. 3) The liberalization of
mobility and legislation of citizenship and entry requirements, 4) The ex-
isting wage differentials, and more important, 5) The very sizable activity
in construction, development projects, and investment that is currently
being undertaken by oil producing Arab countries.

A second perspective pulls together in an integrated form significant
variakles affecting manpower. Greater emphasis is given to the multi-
disciplinary nature of the problem. A final perspective to manpower deve-
lopment takes as its point of departure neither the unit of analysis nor
the variables as such, but focuses primarily on the level of analysis, i.e.,
the institution, the organization and/or the individual,

B. Manpower Institutions

Past experience in other countries indicates clearly that manpower
programs have not achieved all their objectives.(1)

One of the basic problems lies in the organization of manpower
programs. Most administrators are usually aware of the close relation-
ship between policy development and operational realities; though put-
ting the two together is the challenge they face.

A well coordinated, comprehensive program must be more than a
glued-together collection of separate pieces. Each piece must be integrat-
ed with the other, so that the individual has available in an orderly se-
quence whatever he needs to move from unemployment and unemploy-
ability to a good job at a decent wage. It must provide a well-defined
relationship to other social and economic development programs.

In many Arab states there are several ministries and agencies operat-
ing in the area of human development. The basic problem is to get them
to work together. This is a major issue that must be resolved if there is to
be effective implementation of manpower policy. In most cases the failure
to tie manpower programs together is due not only to the usual bureau-
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cratic secrecy and squabbling or to the lack of will to cooperate between
departments, but is also due to the real complexities involved in carrying
out a grand scale integration of several kinds of manpower programs.
Therefore, inter-ministerial and interdepartmental review teams should
be established with sufficient authority to command the range of re-
sources necessary to translate approved plans into efficient operations, to
balance needs with available resources, to determine priorities for alloca-
tion of resources, and to see that local efforts are coordinated to deal
with the priority requirements. In brief, there should be an end to the
competing and most often conflicting bureaucratic interests at every level
of government, and to the haphazard layers of one planning and/or deli-
very system on top of another,

Manpower policy must be broad enough to allow tailoring to the
needs of individuals and flexible enough to be geared to the specific pro-
blems of a community, region and/or state. While there is no feasible al-
ternative to central directions and control of manpower planning, by the
same token, there is no feasible alternative to decentralized development
and execution of manpower plans.(2)

Manpower planning involves the use of existing institutions or the deve-
lopment of new ones to produce the people with the skills and knowledge
necessary for the nation’s goals and of the general strategy by which
those goals are 1o be achieved.

Therefore, it requires careful and continuous projection of manpower
resources and requirements into the future — based upon an economy
that is envisaged but not actually in being. An integrated approach to
manpower must be a phased operation, gradually moving from where
a nation is to where it wants to be,

The systematic taking of timely action to balance manpower needs
and resources requires not only a penetrating understanding of the re-
lationships between human skills and national progress but the systematic
application of technical tools that are developed in this field.

The experience of economic planning in many Arab countries has
created more awareness of the significance of manpower factors to the
attainment of national goals. Nevertheless, the Arab governments have
to show a clear and irrevocable commitment to a greater investment in
human resource development,
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In summary, manpower planning requires : 1) An adequate appre-
ciation at the top levels of government of the manpower problems created
by rapid economic development and a sense of urgency in doing some-
thing about them. 2) An organizational structure within the govern-
ment capable of dealing effectively with these problems on a continuing
basis. 3) A comprehensive, integrated manpower program geared to
both the short and long-term needs of national development, 4) I'op policy
level understanding and support for the program. 5) Vigorous effectua-
tion with periodic review, evaluation, extension, and examination of the
program. '

The elements of a manpower program may be roughly divided into
three categories — development of manpower information required for
administrative decision and action, execution of manpower projects on
which sufficient data and policy guidance exists to permit immediate
action, and further study of manpower projects on which additional data
or guidance are required.(3)

C. Manpower Data

The necessity for reliable and complete manpower statistics has
made itself felt in the developing countries,(4) the Arab states are no
exception, where difficulties have been experienced in the formulation of
development programs in the absence of such statistics. It is unfortunate

" that this aspect of manpower programs (data collection, classification, and
publication) has not received the proper attention it deserves. With a few
exceptions, there is a complete absence of systematic data on which any
sound planning should be based.(S) Where few sources of data exist,
because of their relative scarcity and short history, such figures require
careful scrutinization before they can be usefully subjected to any mean-
ingful analysis.

The usefulness of manpower data for analytical purposes may be
affected by factors such as concepts,(6) definitions, design, type of classi-
fications, the amount of detail, and the specific factors of research or
probing interest.

An issue of great urgency is the establishment of a data base for the
Arab states, and the development of a permanent system for data collec-
tion. This task can proceed by: 1) surveying present data,2) identify-
ing agencies collecting such data, 3) describing data collection proce-
dures, 4) delineating the conceptual framework appropriate for data
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gathering, and 5) explaining the functional purpose of the information
which presumably follows a certain philosophy and serve specific pur-
poses; i.e., mapping, surveying, measurement, planning, monitoring, etc.
Unfortunately, many of the Arab states collect most of their information
on an ad hoc basis which limits its usefulness,

The methodology of manpower projection is stil] in the experimental
stages in advanced industrial countries(7) and should be adapted for use
with caution in the conditions prevailing in most Arab states. Any fore-
cast is just as good as the assumptions built into it. Therefore, the
importance of making valid and realistic assumptions is more than vital.
Manpower policies with regard to expansion of employment opportuni-
ties, production and absorbtion of qualified manpower, surpluses and
shortages of certain skills, etc., cannot be formulated or exaggerated
assumptions or defective methodology.

Inflated social goals, and abrupt changes, alternations and/or cancela-
tion of programs, which are characteristics of Arab planners, seem to be
also responsible for many of the shortcomings in manpower forecasting.

II. Manpower Development : The Wider Circle

In countries experiencing rapid social and ‘economic changes, the
forces that affect human resources development are many. Some are
direct such as those influencing educations, training, and employment.
Others are indirect, such as those governing the growth of population, the
development of science, the choice of technology, etc.

In most Arab countries exclusive manpower programs that address
the dynamics of the labor market are limited. More often they constitute
ingredients in the schemes or related policies; economic and otherwise.
The wider circle of human resources development is where policies on
population, industrialization, science and technology, and capital invest-
ment interact. The net result of their complex form of interaction on
human resource development may be more vital than exclusive programs
that address the labor market structure. However, by the same token, an
efficient labor market wili greatly enhance the potential realization of the
objectives of these policies.

A. Population policies

Unfortunately ,the scope and objectives of population policies have
been misunderstood in several Arab countries as designed exclusively to

N § G



34

limit population size and growth rate.(8) The concept of populatton policy
is neither limited to birth regulation nor constitutes a distinct entity apart
from national plans, The need for an effective population policy for
certain Arab states is clear.(9) Others who overlook that need at the
present time are urged to do so as early as possible since most demo-
graphic trends require long range solutions, and as experience has shown,
it is more prudent to anticipate and plan for than to react to them in a
crisis fashion.

Rapid and unplanned population growth can affect many spheres of
man’s life(10) More relevant to this discussion is their impact on the
education and employment status of a society.

Although there is a growing interest in and enthusiasm for educa-
tion in all countries of the region, and although much progress has been
made, there is still a very high percentage of illiteracy among adults and
an increasing number among the younger population. In all countries of
the region, the demand for education absorbs an increasingly large por-
tion of the national budget.(11) The problem is how to cope with this en-
ormous and growing group, using the limited funds and/or facilities avail-

able.
ri

Population growth is contributing to a rapid increase in the labor
supply. The rapid growth of population coupled with the massive migra-
tion to urban areas, contribute to the difficulties of creating and expand-
ing urban employment opportunities. The demographic situation in Egypt
especially gives cause for concern that national efforts to achieve econo-
mic and social development are being seriously impeded by the rapid
changes in the size, composition and distribution, and rate of growth of
the population.(12)

The short-term manpower implications which emerge from the
changing demographic situation are dominated by five major factors. 1)
Recent and prospective increases in the number of younger workers
indicate that attempts must be niade to respond to the needs of young
adult workers seeking a satisfactory economic future. 2) The continu-
ing rise in the labor force participation rates of young women means that
closer attention must be paid to devising adequate job training
and childcare services. 3) Continued efforts must be made to better the
condition of disadvantaged workers and at the same time increased stress
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must be placed on utilizing more fully the capabilities of college-educat-
ed labor force entrants, whose numbers will be increasing rapidly during
this decade. 4) An attempt must be made to bridge the information and
placement gaps which prevent an optimal matching of available man-
power with available jobs.

Urbanization problems, largely from excessive rural to urban migra-
tion, can’t be dealt with in the absence of coordinated development that
takes into account not only economic investment, but also, manpower re-
sources and allocation. The advantages of creating jobs in agricultural
and less developed regions of the states where there is underemployment
needs are obvious, However, the limits which economic reality may im-
pose on such projects can be clearly seen.(13) Although many Arab
countries are confronted with the same urbanization problems, none
have developed a sufficient system of information that allow sensible
policy decisions.(14)

Our knowledge of the determinants of inter and intra Arab count-
ries labor mobility is sketchy, especially when we consider the mobility
of different levels of skill and training. Of the process of adjustment of
rural manpower to industrial work and urban areas, very little is actually
known. Systematic research reports have been few.(15) Furthermore,
whatever programs organized to help manpower to adjust to industrial
work tend to take place at the receiving end of the workers’ journey. In
order to insure better selection for industrial employment, imaginative
steps should be taken to : 1) create reception centers in both rural
and urban areas, 2) provide guidance in vocational training and place-
ment, and 3) assist the transferees in the transitional period.(16)

B. Policies on Research and Development

UNESCO defines science policy as “The sum of legislative and
executive measures taken to increase, organize, and use the national
scientific and technological potential with the object of achieving the
country’s overall development aims and enhancing its position in the
world.”(17)

Specific recommendations for an effective science policy abound.
However, each nation ought to develop its own policy according to its
nationals goals and unique set of priorities. Whichever route may be
chosen, “the policy-maker must make every decision in anxious aware-
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ness that to have a well-developed twentieth century policy in the twenty-
first century will be to have an underdeveloped policy.”

Fundamental obstacles to the development of science and technology
in the LDC’s include :

(1) The weakness of scientific institutions, (2) The “weight” and
orientation of advanced-country science and technology and its impact
on the LDC’s (3) The problems of access to world science and tech-
nology, and (4) The obstacles to the application of new technologies aris-
ing from underdevelopment itself.(8)

Institutions dealing with science and technology are relatively new to
developing countries. These include : a) policy-making organizations,
b) educational institutions, c¢) research and development organizations,
and d) supporting scientific and technical service groups.(19)

The technological gap between developed and developing countries
has been widening and will continue to move in this direction as long as
the distribution of expenditures on research and development remain at
the present level.(20) If we survey the situation in the Arab world, we
see that in spite of their wealth, none of the Arab countries reached the
minimum level set forth by the United Nations Committee on Science
and Technology for Development which requires the allocation of 1 per
cent of gross national products to research and development, and if the
rate of present spending continues, it would probably never reach this
level in the present century.

From the best available data on manpower engaged in research and
development — classified as scientists, engineers, and technicians — even
the most advanced Arab states show clearly the gap that exists between
the Arab world and the advanced countries. This situation reflects in part
the general shortage of scientists, engineers, and technicians, It also
reflects the fact that many of these manpower groups are employed in
teaching positions in universities or simply as bureaucrats in govern-
ment agencies. One of the great obstacles in accepting and transferring
science and technology to the Arab world is the present confusion that is
apparant in the thinking prevailing today which gives more concern about
achieving the end product of science and technology rather than encou-
rage the development of the know-how.(21)

Investment in research and development requires a long gestation
period until the results are commercially exploited. What this means is a
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greater commitment and arrangement of the scientific resource, spirits,
and reflex.

Such commitments can be transferred to specific policy steps along
the following lines of action : 1) to establish quantitative targets for
each Arab state in terms of science and technology development and for
the Arab world as a whole, 2) to increase the expenditures on research
and development, 3) to make fuller use of H. L. M. available for re-
search and development, 4) to emphasize the importance of mutual
operations between Arab states by establishing central institutes that
oversee all science and technology applied to meet national needs 5)
to stop and in due time to reverse the external brain drain of highly
qualified manpower.(22) 6) to encourage closer contact between aca-
demic centers, research centers, professional associations, trade unions,
and scientific societies within the Arab states, as well as with others
outside the region, 7) to freely borrow from East and West and to adopt
whatever is deemed sditable to the specific needs and priorities, 8) to
make more use of the experience and assistance provided by international
and national organizations, not only in the industrial, but also in the
agricultural, medical, and other scientific areas.

The above steps constitute a possible program of action that can be
undertaken by the Arab states in order to identify projects and programs
which could produce applicable results that are likely to attract the in-
terest and resources of responsible scientific and “professional groups.

C. Industrialization Policy

Labor problems of industrialization in the Arab countries are many
and result from a number of factors. Four interrelated but analytically
distinguishable sets of problems can be outlined : 1) the industrial
worker, 2). the human organization of industry, 3) the labor market,
and 4) the level of technology.

The Arab world is a latecomer to industry, and industrial workers
thereforz retain many of the attributes. of nonindustrial society, While it
is extremely difficult to describe the extent of labor commitment in a
society where everything seems to be undergoing rapid change,(23) it is
nonetheless possible to outline the direction of the change. The lack of
industrial tradition and industrial experience, and the little attention
which managers give to the importance of labor commitment have had
economic costs as well as long-run implications for industrialization
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measures. In most Arab states, the shortage of skills hidden behind the
labor surplus was sharply disclosed in recent years when the need arose
for skilled labor and technicians in large numbers. This shortage derived
not only from poor commitment to industrial work, but also from pro-
blems of motivation and incentive, For several reasons, financial incen-
tives in the form of higher wages are not operating freely in some in-
dustries. The oversupply of labor tends to keep wage increases at a mode-
rate rate. Second, wages paid to unskilled workers are characterized by
such a wide range that an unskilled worker’s wage in one industry may
be higher than that of a semi-skilled worker in another.(24)

Still another reason why financial incentives have not operated suc-
cessfully is that government intervention to grant minimum wages and
put a ceiling on wage increases restrained managers in their use of higher
pay to attract skilled workers.(25)

The shortage of skilled manpower or the surplus of persons whose
skills do not correspond to the needs of the economy are not only due to
technical factors such as expansion in the economy in some Arab count-
ries, or insufficient rate of development in others, but mainly due to in-
sufficient resources devoted to educarion and training.

In most of the Arab countries the social structure in its broader
sense, as represented by the over-all institutional values and attitudes
characterizing a society, is not sufficiently adapted to what might be call-
ed the “industrial order,” and at best development is confused with con-
struction in the Arab mind. In other words, the social structure seen
either as an entity or in certain of its important groups, is not yet fully
committed to a modern development.

Bureaucratization of the labor force, a characteristic of all industria-
lized societies, provides transitional problems in developing areas.(26)
The difficulties of this transition in the Arab countries are not peculiar
to the uneducated factory recruit who lacks the industrial tradition.
Family and class favoritism, personal rather than organizational loyalties,
and haphazard management practices interfere with an efficient admini-
strative process.

The inadequacy of human organization in industry stems from the
fact that Management is relatively isolated from the lower echelons of
the salaried workers and laborers. Management’s primary concern is
with technical rather than organizational or human problems.(27) Their

—_ Y0 —



39

interest lies in developing an obedient rather than efficient working force.
They tend to increase the productivity of machines but not of workers.

The principal factor affecting the unskilled or, even the semi-skilled
industrial worker, is the nature of the labor market. It is not so large and
well differentiated as it is in established industrial countries.

Government intervention into the labor market has a number of
objectives. Labor legislation concerning hiring, firing, training and insu-
rance schemes, aims largely at improving qualitative aspects of man-
power and labor force and at giving some structure to the market. Most
of the efforts in this respect benefit an elite of industrial and urban work-
ers.

Given the objective of improving the standard of living of the popu-
lation, there are two distinct employment needs in developing countries.
The first is to ensure an available labor force with the skill and charac-
ristics needed to contribute to a rapid and substantial increase in national
output. The other is to ensure, through full employment, an acceptable
distribution of this increased output in the form of earned income. These
needs are not necessarily incompatable but quite often they are conflict-
ing, especially in developing countries which suffer from population pres-
sure. The conflict stems from the fact that ensuring skilled labor may
result in an efficient, well-organized, well-paid, but relatively small work
force in the highly capitalized modern sector of the economy, while in
the traditional sector of the economy, low earnings and a large volume
of unemployment and underemployment continue, On the other hand,
efforts to speed up the distribution of income through rapid employment
could result in a break down in industrialization and efficiency, thereby
reducing the rate of output.

The process of industrialization in Egypt for example, has failed, so
far, to absorb all annual increments to the labor force, let alone to re-
duce the existing surplus in agriculture. Migration to towns and cities
and expansions in other largely tertiary occupations is not necessarily a
sign of change in the productive structure of the labor force, at least not
to the extent that the data might suggest.(28) Modern technology and a
planned economy might be able to build an industrial structure which
in a relatively short period of time could be of a great asset to the
country’s economic growth, yet might fail completely to solve the un-
employment problems,



Industrialization in itself is less likely to provide a solution to the
problem of general employment. However, a rise in national income
which might result from a successful expansion of industry could increase
employment in secondary and tertiary activities, but there is no way to
estimate such a potential rise in advance.

D. The Educational System and the Production of Highly Qualified
Manpower

A nation’s system of education can be managed according to two
basic principles : 1) the manpower principle, the objective of which is
to produce the right number of persons for various occupations and pro-
fessions, and 2) the free choice principle, the objective of which is to
supply education and response to the choices of students.(29) In general,
the socialist countries and many of the developing countries stress the
manpower principle. The United States and some European countries
stress the free choice principle, and there are many who fall in between
these two extremes,

The manpower principle of managing education certainly has some
appeal to the Arab countries. Obviously a degree of balance in distribu-
tion of people among occupations and professions is desirable. Yet a lot
of problems, in fact, some misconceptions as well, are associated with it.
Among the most important of these are the following assumptions : 1)
The economy requires a more or less fixed inventory of occupational skills
at each stage in its evolution. 2) The character of the economy and its
skill requirements can be predicted precisely for periods long enough to
be pertinent to educational planning. 3) The basic purpose of education
is to prepare for quite specific jobs, and it is somehow wrong or wasteful
to provide an education that will not be used directly in a vocation.

The manpower approach quite clearly puts the burden of adjust-
ment on the educational system. Academic institutions are considered
agents of social change, however, these are conservative when it comes to
accepting changes in their organizational curriculum and/or degree
offerings.

A second issue of relevance to the role of the educational system
in manpower development is the clearly recognized dichotomy between
“education” and “training.” The former is usually taken to describe the
first formal round of learning and the latter, to describe the subsequent
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experiences with learning usually proposed as more vocational in nature.

As far as 1 can ascertan, there is a new concern in most Arab count-
ries with finding ways and means to make the educational system more
responsive. This is certainly a proper concern, however, and the same
attention should be given to considering ways and means to make the
labor market equally responsive.

A few words concerning the steps as well as the difficulties usually
encountered in such undertakings may be in order :

1. The Educational Side : the steps involved include the following :

a. Projections of occupational need.

Precise identification of the qualifications and training require-
ment of the projected occupations.

¢. Means of transmitting these projections to institutes of educa-
tion at all levels.

d. Adaptation of the educational system.

a.) Projections of Occupational Needs

A phenomenal interest appears among policy makers and labor eco-
nimists as well in both the art and science of manpower projections.(30)
But accompanying this interest, and indeed stimulated by it, is a grow-
ing dissatisfaction with projections. The prevailing view is that such
endeavours should continue on the assumption that 1) gathering more
and better data can improve the quality of projections and, 2) applying
new and quite different techniques and approaches would yield more
accurate results. The strong defense for projections is that they are better
than sheer guesses,

Manpower projections are assumed to have a wide variety of pur-
poses. They are supposed to assist in individual career choice and the
development of educational and training programs. They also claim to
aid In attaining the objectives of full employment and the elimination of
labor bottlenecks. In actual situations, it is not always clear how pro-
jections are to serve these purposes. How should individuals, employers,
educators, and manpower planners respond to the information contained
in the projections ?

In most cases, and especially in the Arab countries, manpower pro-
jections or any other form of projections are tight secrets, mostly off
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limits to any interested party. Part of this secrecy stems, I believe, from
the fact that in most cases, the group responsible for the projections is
not quite sure of their data and the methodology they use, and tend
therefore to keep them out of wider circulation. In part, it may merely be
due to the exercise of power that is normally associated with the acqui-
sition of knowledge.

b.) Identification of Training Requirements

In industrialized countries, it is generally acknowledged that precise
identification of needed occupations can be foreseen only up to about
three to five years ahead; the interval between scientific and technical
discoveries and their application.(31) In developing countries, the time
horizon may be in principle somewhat extended because research and
development activities are still in the formative stage.

More evident are the difficulties in identifying the training compon-
ent for an occupational structure that is suitable for an economy that is
envisioned over 10 or 15 years ahead.

Even in advanced countries, there are no easy ways of relating man-
power needs to training requirements. In determining the criteria on
which recruitment will be based, some employers lay down ideal stand-
ards which cannot be met, others settle for what they believe, rightly or
wrongly, the market can supply.

In developing countries, the vacancies offered, whether or not they
are filled, provide no useful guidance to the country’s requirements in
regards to qualified personnel.

In many cases, although substitution takes place, it is difficult to
determine its influence, One problem involved in occupational classifi-
cation is the reluctance to face up to the difficulties of a scientific “Job
Analysis” (a list of duties involved in a job). Job analysis is the first step
toward “job specifications” (a list of abilities required of the person who
is to perform the job successfully), and “job evaluation.(32) (The process
of determining the worth of a job in relation to another without regard
to personalities).

Needless tc say, the conversion of occupation into education can be
only an inspired piece of guesswork without job analysis and job specifi-
cations, neither of which have been developed in this region.
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¢. Means of Transmitting Needs to the Educational System

There are three major ways in which the occupational requirements
of the training needs of the economy might be communicated to the
educational system : 1) administrative decisions; 2) student choices;
and 3) indirect influences, such as scholarship programs.(33)

If government or educational decision-makers are concerned with
manpower shortages, they may decide to expand or contract certain types
of training by changing the number of places. The time from recognition
of the need to the commencement of measures designed to meet the need
may be a decade or more.

Decisions to re-allocate places and expenditure from one kind of
training to another at the institutional level may take place more quickly,
but it is usually difficult to justify these purely as some response to student
choices. Institutional arrangements which effectively prohibit free student
choice include among others, extensive prerequisites as well as specialized
secondary education. In most Arab states, student choices are not neces-
sarily related to national needs for trained manpower. Students are often
not informed of what various careers offer and are more influenced by
parents and peers.

Since most universities in the Arab region are state-owned and
operated institutes, administrative decisions are the rule, student choice
is in principle granted but greatly limited by the range of grades of the
high school diploma. Scholarship programs are beginning to make some
headway, especially in the form of missions abroad,

d.) Responsiveness of the Educational System

Educational institutions respond to a change in training needs by
cxpanding training in shortage occupations and contracting training ir
surplus occupations, or by doing one or neither of these things. Speed of
response will naturally be related to the degree of administrative suppon
and pressure, as well as the degree of certainty attached to the future
needs for occupations. Other factors that may also affect the degree of
response include faculty resources, student interest, and above all, their
ability for institutional changes.

In conclusion, within the general framework of manpower manage-
ment of education, each Arab state must, of course, find its own solutions
and equilibrium in relation to the stage of its development. Many of the
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Arab states will be obliged to impose direct major contrqls, including
quotas for subjects and contractual obligations of work in particular
fields. It is needless to mention the dominant role of Egypt’s educational
institutions in providing high level manpower training and professional
educators to other Arab countries. The complimentary aspects of capaci-
ties for manpower training and needs of specific Arab countries and the
region as a whole needs careful examination.

2. The Labor Market

Historically, the labor market has not been a continuing source of
concern for education. This has now changed, and the labor market is
now a serious concern for education at all levels and will remain so(34)

For example, absorption of college graduates takes place in one of
the following types of employment; 1) Replacement needs for persons
retiring or otherwise withdrawing from the labor force. 2) Expansion of
employment opportunities. 3) Educational upgrading of positions that
have not normally utilized college-educated persons in the past.

Although it is impossible to assess the relative expansion in each of
the above situations on a priori basis, a substantial proportion, especially
among graduates of the social sciences and humanities, are absorbed in
jobs that have not normally been utilized by college educated persons in
the past.

Some specific adjustments in the labor market will be made if the
absorption side is to adapt to the changing circumstances. These adjust-
ments are expected to be as follows : 1) The government will realize the
significance of dealing with the problem of highly qualified manpower,
both in relation to the totality of highly-qualified manpower in all fields
and in relation to technical supporting manpower. 2) Government, in-
dustry, and employment agencies will share vital responsibility to define
more clearly than hitherto the nature (in relation to particular utiliza-
tion) of each country’s educational capacities. It was, and it will be un-
wise and unfair to present the problem as a criticism of the educational
system or as its sole responsibility. The problem involves three-way con-
tact between policy-makers, educationalists, and employers. 3) Even if
there are limitations to statistical data, there is a serious need for pro-
jections that are closer to an objective and detailed occupational analysis
which could be corrclated with educational attainment and effectiveness
in employment. 4) Basic concepts of employment policy need more
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clarification. There are even such important issues as what constitutes or
identifies a shortage, and how to classify categories of occupations objec-
tively so as to avoid artificial shortages, and to take account of desirable
amounts of substitutions between disciplines and levels of training. 5)
There will be a requestioning of the educational prerequisites for various
occupations in real-life situations. There is an enormous amount of work
still to be done in giving this factor the parameters needed to make it a
viable force in any kind of bridge between the educational system as
producer and employment institutions as users at different levels of man-
power. 6) The matching and mobility dimension of an active man-
power policy should include not only such mechanisms as having the
right person in the right place at the right time for the right job, but
also those activities which redesign and alter the job structure itself to fit
the available supply of the different categories of manpower.(35) 7) Em-
ployment policy must take into account training policy, but training
targets usually are beyond the effective range of forecasts of manpower
requirements conducted for the purposes of employment policy. Not only
does this raise problems of inter-agency co-ordination, and cooperation,
but perhaps to a quite even extent the question of available inforina-
tion. 8) There is a need for national and inter-state Arab machinery to
oversee the utilization of highly qualified manpower. Providing them
with career training and continuing education requires cooperaton bet-
ween professional organizations, higher education, and research centers
and should be strengthened in view of the significance of this group for
economic development.

3. The Role of Public Policy :

Public policy has had and will have a major impact on the labor
market situation for graduates of all levels of educational and institu-
tions as it is influenced by the conventional economic variables of invest-
ment, sectoral planning, and employment policy. The solution that is
often resorted to by many Arab governments for the surpluses of coliege
graduates in the humanities, the social sciences, arts, and religion is ab-
sorbing them in the work force by governmental decrees. Such practices
need re-examination, Unplanned mass employment of college graduates,
most often result in much of the miss-match between education and
occupation, which in turn has adverse effects on productivity, The flow of
funds in industrial development, in the support for research and deve-
lopment, as well as in education at all levels and in social services of all
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kinds, hopefully will lead toward greater expansion in university level
education and better utilization of the available stock of scientists and
engineers. Constructive action on the part of policymakers can add up
to a policy of ‘selective but effective involvement in this period of social
and economic development, rather than total public responsibility and
control.(36) This can be done by: 1) Opening new and attractive channels
into work and life than college attendance alone — vocational training,
public service programs, etc., 2) Reviewing the hiring policies, employers
(public and private) may genuinely benefit from the employment of
college graduates; can benefit from training on the job, since they tend
to be more flexible. 3) Engaging in job redesign to make work more
interesting and less routine.4) Providing job “options” as in hours of
work, in alternative retirement plans, sabbaticals, and in other ways.
5) Redesigning salary and pay schedules to encourage other forms of
training for vocational and semi-professional jobs. 6) Considering not
only certificates but also productivity and performance. 7) Opening
mobility channels and engaging the preamiability of the rigid job structure
by loosening its truncated stratum.

By coordinating efforts with other educational councils and with
planning agencies, professional societies and associations can assist by :

1) collecting better labor market information related to their pro-
fession, 2) making careful labor market studies of their own, 3) giving
more attention to labor market prospects in planning and in suggesting
new specializations and major new endeavors, 4) developing more
effective career ladder opportunities such as those needed in industry as
wel] as in the health service professions, and 5) expanding their member-
ship, educational and nontraditional training programs.

At this stage of substantial social and economic changes in the
Arab world, young persons have the most at stake. When given the neces-
sary information and reasonable options, at least those at the college
level are adept at seeking out the better opportunities for themselves.
They can assist effective adjustments by :

1) Deciding carefully whether they really wish to go to college or
not and by looking at other alternative channels as well as at college.
2) Selecting occupational specializations carefully, including use of coun-
seling services. 3) Developing realistic expectations about jobs. On the
average, the jobs of college graduates do “pay off”. They also tend to be
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more “satisfying,” aside from income. But many college students must be
reconciled to not getting the job of their first choice, 4) Parents can
assist by not pressing their children to attend college against their will.

The future labor market situation for college graduates will have reper-
cussions, some of which can be only dimly seen. Certainly there will be
some that cannot now be seen at all. Some likely consequences, as they
now appear, are the following : Many adjustments, as noted above, will
need to be made by governments and many individuals and groups. Some
will be both difficult and costly. Even after adjustments are made,
some college graduates will be disappointed by jobs that fall below their
expectations Frustration may extend to other groups as well : to young
persons without college experience who are pushed down by the pressure
of college graduates in the labor market — even pushed into unemploy-
ment — and to older persons who are passed over by younger and more
educated persons. These strains on society will be increased. Faced by
many educated applicants, the labor market may require for certain jobs
more artificial certification rather than less. Furthermore, jobs will be re-
designed in the face of the pressures of the more highly educated labor
force. Labor force participation rates will rise as the labor force is
more highly educated; geographic and occupational mobility will increase.
Equality of opportunity to secure the better jobs will increase for the
children of lower-income families, and for women since higher education
has been the most effective integrating channels for these socioeconomic
groups.

In the face of the new labor market situation, Arab governments
are more likely to favor heavy subsidies to higher education than it did
when high-level manpower was scarce.

The potential consequences are many —— some are negative and
some are positive. On the negative side we see particularly more social
tension as some college-educated persons fail to find jobs for which
they are academically qualified, as pressures accumulate for the re-
design of jobs and work environments and as wage and salary differentials
increase and otherwise readjust. On the positive side we foresee the
likelihood of greater productive capacity of the work force, as well as
meeting the specific demand for certain training, as well as eliminating
or reducing surpluses in others : also the development of more scientific
attitudes among citizens and of greater human capacity to solve the many
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problems of the new industrial order in the Arab world. It is my belief
that the positive potentialities outweight the negative, provided that the
proper adjustments to the new situation are made.

II. Toward an Integrated Approach to Manpower Planning

It seems clear from the information available on Arab countries that
their experiences differ considerably and are not always comparable. It
is also clear, However, that the full range of manpower planning activities
within the framework of economic planning is nowhere undertaken. This
may be due to the fact that no model for manpower planning has yet
been conceived in Arab countries. As understood here, a “model”™ means
a body of concepts which should be agreed upon both in their definitions
and in their inter-relations, and to which would correspond clearly-iden-
tified functions which would have to be performed in any institutional
or economic set-up.

The process of manpower planning, already complex, is made even
more difficult because of further distinctions which have to be made at
all stages of such planning. First, manpower planning should cover both
the short-term and the long-term, which call for different types of action.
While it is essential to start planning for the long-run, especially in mat-
ters of advance education and training, immediate action has to be taken
to improve a given situation. The second difficulty lies in the fact that
manpower planning is concerned with two kinds of inter-related problems,
employment creation and skill formation, which ask for two rather
different kinds of policies. Finally, manpower planning inadvertently con-
stitutes an important aspect of other policy matters such as those on
population growth, the development of science and technology, and
investment in industry, etc.

In these circumstances, it is no wonder that there is not yet a very
coherent and integrated approach to manpower planning in most of the
countries concerned.

A. Integration of Manpower Planning with Economic and Social Policy:

For the region as a whole, it may be said that while the importance
of economic planning has increasingly been recognized and fairly detail-
ed work has already been done, the human resources dimension of eco-
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nomic development policies and programes is still receiving less attention
than physical and financial aspects,

The first prerequisite would therefore appear to be the practical re-
cognition by high level policymakers, government officials, and organized
groups of the importance of human resources for economic and social
development. Once this recognition has been obtained — reflected by
effective decisions, e.g., in terms of earmarking the necessary funds,
establishing funds, establishing adequate institutions, enlisting effective
support and co-operation of all concerned — many of the obstacles to
manpower planning would more easily be removed.

B. Economic Planning : Objectives and Targets

Nearly all economic plans propose an over-all target for job creation
at least equal to projected labor force growth and envisaging in some
instances also, a reduction of existing unemployment and underemploy-
ment.(37)

Manpower specialists are usually skeptical that these overall and
sectoral target-setting operations are very satisfactory in the present
circumstances. The difficulties result from : 1 The lack of reasonably
accurate information on the manpower situation which limits the value of
target-setting. 2) Employment targets are related to over-all and sectoral
output forecasts which have not always been made very carefully. 3)
They are very seldom based on considerations of alternative methods of
production, i.e., labor intensive and capital intensive techniques. 4) They
give no adequate indications as to levels of education and training re-
quired, and 5) They do not take into account existing and probable im-
balances affecting the manpower pattern so established.

In almost all development plans quantitative employment targets are
normally done in a general way, with setting qualitative targets, in
terms of specific educational and training plans and programs, and this
leaves much to be desired. Most of the plans for skill formation are not
always conceived or integrated within the framework of coherent man-
power and economic planning. In fact, many of them are concerned
mainly with immediate or short-term requirements only.

A major difficulty with target setting in the educational field relates to
the necessity of forecasting high-level requirements beyond the planning
period. In most cases, the current plans or programs do not adequately
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reflect in their objectives ‘long-term educational requirements.

Target setting is a difficult operation which calls for a considerable
amount of information as well as for an ability to reach clear and definite
policy decisions binding upon a wide range of public authorities. This
critical phase of manpower planning could be greatly improved in all
countries of the region, though we should bear in mind that they are
subject of constant revision.

Almost all Arab countries are intensively engaged in promoting
actively their national development plans, therefore, their respective
national and regional migration policies deserve attention.

Equally important is to investigate future labor market imbalances,
and different kinds of pressures (demographic, economic, and other) which
might lead to unwanted increased migratory movements. Thus it seems
imperative to explore : 1) What complementarities the Arab countries
offer to each other in terms of : capital, manpower, know-how, and
technology, as well as natural resources and raw materials. 2) The
different selectivity mechanisms operating in manpower movements bet-
ween Arab states. 3) Governmental policies and institutional devices
applied to planned migration vs. non-assisted, illegal migration between
the different states in the region. 4) The ability to assess regional mobi-
lity, to forgo national migration policies, and to implement the necessary
measures for the social welfare of newly transplanted workers.(38)

C. Developing Instruments of Manpower and Employment Policy

The precise identification of available policy instruments depends on
sound diagnosis of the manpower situation. Their effectiveness depends
on fixing realistic goals and targets for manpower utilization and develop-
ment.

A distinction should be made between instruments designed to en-
hance the skill formation and the rather different types for general ex-
pansion of employment. Those needed for skill formation can be designed
to increase the capacity — quantitative and qualitative —of facilities for
genera] educational and vocational training, and utilize effectively those
facilities and of the skilled manpower they provide.

Other groups of instruments needed are those that have a bearing
on incentives, and the ones that have a bearing on the organization of the
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labor market. The former may be distinguished again as incentives en-
couraging the use of training facilities (i.e., long-term problems) and in-
centives for people to move to occupations where they are most needed
once they have acquired their skills (i.e., a short-term problem). While
wage and salary structures are important incentives, social-economic and
work environment that influence motivation to produce are equally
important.

In the organization of the labor market, employment services play
a major part in channelling various kinds of manpower toward the
occupations and regions where they are needed; instruments of active
manpower policy can also help to increase geographical and occupational
labor mobility.

While a number of these instruments necessary for skill formation
and manpower deployment are being used, they are seldom integrated
within an overall framework of manpower planning, There are also in-
stances where uncoordinated decisions concerning the use of these in-
struments have, in fact, aggravated and not solved manpower problems,
for example, by making it possible for high level skilled workers to go to
a particular industry and/or region, thereby creating shortages of these
workers in key activities,

Strictly speaking, instruments influencing the expansion of employ-
ment are in the field of labor policy(39) (for example, fixing the wage
level, particularly of unskilled labor, the promotion of shift work, and
social legislations that may hamper or promote employment, depending
on whether it makes recruitment of labor attractive and simple, or not).
But the most important policy instruments here are in the area of overall
economic policy — such as influencing income distribution, level of in-
vestment and its allocation among different industries, regions, and per-

haps in some cases, a choice of technology, as well as the development of
science,

In general, it would seem that no Arab country presents exceptions
to what have been found major weaknesses of planning for economic and
social development generally :

Planning officials have little authority to influence instruments of

economic policy and administrative measures formulated else-
were.

Plan format is divorced in practice, if not in theory from plan
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implementation. Planners pay little attention in their plans to
to the choice of means to be employed to achieve plan targets.
Most plans provide detailed information only about what is to be
achieved, but not about how to go about and who should be
responsible for carrying out the required tasks.

The organic link between the targets in.a plan, and the policy and
other measures required to obtain them is a concept which many
planners and political authorities find difficult to grasp. Many
planners consider that their job is finished when they have pre-
pared a plan and that it is up to others to work out the detailed
policies and measures needed to implement the plan. There is
frequently a lack of understanding in developing countries that
investment is not enough to ensure growth; that spending the
money you have to the best effect is frequently more important
that getting more money to spend.(40)

EPILOGUE

On a subject that is as vast and complex as an integrated approach to
manpower development, obviously there is no claim for closure. First,
I viewed manpower planning in a wider context, i.e., as an essential
element in many related perspectives. In the present stage of social and
economic expansion in the Arab states, planning for manpower develop-
ment can proceed ahead faster when policymakers are able to spell out
the manpower component of major planning dimensions. [ discussed
what is now described as a primary arena for manpower development,
i.e., education, training, and employment.

I would conclude with a few observations of a general nature : 1)'In
the Arab states, planners need not apply Eastern or Western models
blindly, but by the same token they need not be reluctant to borrow what
they feel would work efficiently. 2) In human resource development, the
individual constitutes the proper focal point and all activities should
center around him. Unless the activities of service organizations filter
down to reach the individual, experience had shown them to be a com-
plete failure. Therefore, program planners should seek neither to build an
elaborate structure nor allow organizations to outlive their utility and

purpose.
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_ Finally, science defines the quality of life with reference to man,
and history judges nations by the way they order their priorities, It is
high time for the Arab world to work toward the best of these two judg-
ments.
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