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1.0 introduction

Historically, education has been regarded as central to Jordan’s social and economic
development. Systematic investments have been made to develop the education and
training delivery systems at all levels. This has resulted in education participation and
literacy rates in Jordan being amongst the highest in middle income countries.

During the past ten years, development of the education system has been guided by the.
objectives of the Education Reform Programme which is aimed at improving the quality
of educational performance at the primary, secondary and tertiary levels. The current
external macro economic environment imposes greater urgency and new demands on
the human resource development sector. '

As the lead agency for national human resources policy analysis, the National Centre
for Human Resources Development (NCHRD) has commissioned a number of studies
to assess progress in addressing the respective sub-components of the Education
Reform Programme. Inthe TVET context, these studies have been undertaken within
‘the framework of NCHRD's mandate to provide policy guidance which will resuitin
rationalisation of the Technical and Vocational Education and Training (TVET) system in
Jordan. -

This study, “A Performance Review of Vocational Training Providers and the Linkages
Between Training and Employment in Jordan”, has been undertaken to measure
progress toward mesting a number of perceived developmental needs in the vocational
training system. These include:

°

the removal of rigidities in responding to labour. market needs

addressing structural overlaps between the Vocational Training Corporation (VTC)
and the Ministry of Education (MOE) school system

a need to upgrade the quality of curriculum, and graduate performance

the need to ensure the efficient use of resources.

The study examines the performance of VTC and the MOE Vocational Training
Directorate as contributors to a national labour capital formation system at four levels:

policy development and implementation
mandates ‘
structure and management

operations.




The study also examines the demand side of the labour market through a review of
recent labour market literature together with surveys, interviews and focus groups held
with employers and stakeholders, as well as interviews with training programme
graduates. This work provides perspectives on the relevance and quality of vocational
training as well as providing indicators of future training needs.

Based on findings that suggest a need to accelerate the reform process in vocational
education and training,  the study concludes with proposed action plans at the
operational and structural/management levels while aiso discussing issues and options
at the policy and mandate levels which are necessary to enhance the sustainability of
the national labour capital formation system.



2.0 Terms of Reference, Methedoiogy, and Presentation of
rindings

The Terms of Reference as shown in Annex |, address the following two purposes.

» tc undertake a performanca review of the Vocational Training Corporation in light of
its mandate to meet the vocational training requirements of Jordan. The review will

examine VTC's organisation, management, and programming activities with a viewtc .

~ dsveleping informational products and tools for the use of NCHRD in its assigned
bolicy guidance and coordination role.

s to undertake a survéy of the characteristics of the‘ demand for skilled workers
amongst formal and informal employers in Jordan with particular reference to the
current and future role of the Vocational Training Corporation, and the Vocational
Education General Directorate of the Ministry of Education in the preparation of new
entrants into the labour market;

A variety of methodoiogies and techniques were used in the research, field work, and
evaluation of the various components of the Technical and Vocational Education and
Training system. Each section of the Teport provides an overview of the methodologies
used in that section. ’

The first two sections of the report provide an introduction to the study and outline the
Terms of Reference, general methodologies, and report structure.

Section. 3.0 of the report describes the reorganisation of vocational education and
training which has taken place in Jordan as a result of the Education Reform
Programme. This provides important policy and directional context against which the
performance review has been conducted. '

‘Section 4.0 reports the findings of a performance review of ‘the Vocational Training
Corporation. Nine representative training centres were selected for detailed examination
with field work being conducted at six of the focus centres. Discussions were held with
principals, instructors, students, graduates, and employers in each of these Centres. In
addition, surveys of physical facilities, instructional materials and student assignments
were undertaken. Data assembled from this process provides the basis for the
development of performance indicators and an analysis of trends during the past'ﬂve
years. A similar approach was adopted in a review of headquarters operations and of
the work of VTC directorates and institutes. ' '




In presenting the ﬁndings, a three step approach has been adopted. A descriptive
overview is provided for each element of the VTC's activity profile. This is followed by
the findings of the study team, together with related commentary. Finally, a performance
summary is provided which assesses the progress made by VTC during the past five
years against criteria of quality, relevance, and efficiency.

Recognising that recommendations arising need to be considered within a holistic
context as opposed to being addressed individually, issues requiring attention are
identified for discussion later in the report and finally for integration mto a recommended
action plan.

Section 5.0 addresses progress made by the Ministry of Education, Vocational
Education General Directorate, in impiementing the introduction of the vocational
education stream into the comprehensive secondary education system in Jordan. This
commences with an anaiysis of the programme approach, foliowed by an operational
review. At the operational ievel, a comprehensive study , commissioned by NCHRD,
was undertaken in 1996 by a team from the University of Jordan. This work adopts a
methodology similar to that used for the VTC performance review, and consequently
provides the basis for much of the analysis.

. Section 6.0 reviews the status of the training provider/labour market interface in Jordan,
with particular reference to current issues and trends in labour market monitoring, and
the identification of emerging trends on the demand side of the labour market in Jordan.

Recognising the need to analyse the performance review findings, and to formuiate
recommendations within a coherent and integrated manner, Section 7.0 opens with &
discussion of the eight principal elements of a labour capital formation system. This is
followed by & characterisation of the current status of labour capital formation in Joraan
and an assessment of its sustamabnhty Tn!s asseesment |dentnr les where prxomy a:uiqn
~ needs o be focussed. o

Section 8.0 identifies four compoenents of the labour capital formation system where
action is required to address the relevance, quality, znd efficiency criteriz. These include
the programmatic level, the management level, the mandate level and the policy level.
For each component, issues are brought forward from the performance review and
priority needs are identified. Finally, these needs are translated into recommendations
and an associated action pian.
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Tiructure of Vocational Zducation and Training In Jordan

The ocjzcuves of the Education Reform Programme, first articuiated in 1688, and
reinforcad n 1594, establish clear purpose and responsibilities for yocational education
.and fraining in the Kingdem. The purpose of this section is to avaluate progress in
impiementng s compoenent of the reform pregramme.

2.1 Currsni Siatus
The following abstract from a paper presented at the May 1957 conference nosted dy
n

VTC cn vocational education and” training clearly outlines the cbjectives for vocatcnal
aducation and iraining in Jordan. These include:

-

prepaning skiled vecaticnal workers in various vocations and craits, providing them
with the nescessary specialised vocaticnal, cultural, and scientific experience
(according to students’ abilities and interests) to mest the existing and future needs
of scciety and industrial devalopment plans,

» providing students with the concepts, theoretical knowledge, practical and applied
skills so that integraticn between theory and practice and between knowledge and
work ars achieved, |

» providing students with the ability to perform vocational tasks in accordance with
recognised standards and preparing them to respond and adapt to technclogical
changs,

» providing students with appropriate sttitudinal orientations inciuding a commitmeant i
accuracy, elimination of waste, attention to the principles of safsty and conservation
of the environment,

» developing in students the values of raspect, seam work, iniiative, innovation, and
creativity,

» preparing students to integrate and affectively participate in the world of work and
preduction,

« participating in raising the vocational level of craitsmen and workers in the various
sectors,




» providing the opportunity for students who have the appropriate skills and abilities to
further their education in higher educational institutions.

The following diagram illustrates the intended linkages between the education system
and vocational labour levels in Jordan.

Figure 1
Linkage Between the Education System and
Vocational Labour Levels in Jordan
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B Technical Education .
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Within the education system, pre-vocational education is now offared to all students at

_the basic education _stage irom _grades onetc ten. Foliowing-compietion-of grade ten; -~ — -

two vocational secondary options are avaiiabic. Comprehensive secondary vocational
programmes are offered by the Ministry of Egucaion. whie vacetionai secondary applied
programmes are primarily offered by the Vocationa! etz Sorporation.

Students enrolled in the comprehensive secondary vocational education can pursue
- studies in a specific specialisation zssocizic d with one of the six sireams shown in the
following table.



Vneational Study Upiions for

acatonal Seconcairy Education Jtudents

: Industrial 32
Agricuiturai 2
Nursing 1
rotelery 1
Commercial _ 2
Home Sconomics 5

On. compietion of ths 12th grade, yocational secondary students sit for the General
Secondary Cartificate in Vocational Educaticn and. if successful, are eligible to apply for
entrance to a university programme, or 2 cemmunity college programme, or to seek
employment. Under the vocational labour levels applicable in Jordan, graduates of
secondary comprenensive "vocational  sducation, after having gained suitable
experience, are classiiied as cransmen.

Students enrolled in vocational s_econdary applied programmes pursue an
apprenticeship-style programme based on institutional training coupled with work -

experience for a tctal pregramme duration of three years. Apprenticeship programmes -

at the vocational secondary applied level are available within 11 occupational groupings
and 40 specialisations as shown in the following table. '
Tapie 2
Apprenticeship Arogramma Cotions for
Vocationai Secondary Appiied 3ludents

Electric Power ' 8
Vehicle Repair and Maintenancs 4
Electronics . 2
NMetal Fabrication and Mechanical Maintenance | i 11
Air Conditioning and P!umbing 3
Printing and Binding 4
Hotel and Restaurant 2
Chemical lndustries 1
Constructicn ) 2
Carpentry 2
Other 4 1




On completion of the three year apprenticeship programme, students undertake a final
theoretical and practical examination. Graduates of this programme are classified as
Skllled Workers under the vocational labour levels in Jordan.

3.2 Findings and Commentary on Policy and Structure of
Vocational Education and Training in Jordan

The study team has traced the evolution of vocational education and training philosophy
in Jordan over the past twenty years. This philosophy, articulated in the respective
National Development Plans, education conferences and seminars, reflects progressive
and positive thinking which has been translated into constructive action through the
Education Reform Programme. The concept of two vocational streams, the
comprehensnve and applied stream, is consistent with global directions in vocational
education and particularly appropriate for Jordan where human resource development
providers need to serve a wide spectrum of individual, technological, and social needs.

The reform process in terms of the vocational education activities of MOE is well
advanced. Curricula and teaching resource materials are at an advanced stage of
development. It is intended that all schools will have completed transfer to the
comprehensive model by 1998 )

The mandate of VTC under the education reform process has not changed. It has,
nevertheless, been chargeg with reforming its programming to more fully demonstrate
the characteristics of relevance, quality. and efficiency. This issue is addressed fultv in
Section 4.0 of the report.

A central issue still remaining is the need to complete the process of differentiation of
programming anc intent between vocational education and vocational training.

The study team perceives that the objectives underlying the mtroduc’uon of
comprehensive vocational secondary education are founded on an expanded concept of
“vocation”; that is, it is based on a recognition that the workforce is comprised of
professional vocations, technical. vocations, and '“'m*‘ﬁerc.al vocations, as well as the
traditional trades vocations. :

In this case, 'he vocstional compment of the comprehensxve vocational secondary
stream shouid be brozdiv based to

¢ éncourage swasnte 1© understand the full spectrum of vocational possibilities,
« Dulld foungatone; skilic 11 2 broad band of vocational epporiunity,
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« provide articulation mechanisms with the post-secondary system,
« include appropriate mechanisms for career development to the craftsman level in the
event that the graduate opts to enter the labour market directly.

The intent of the applied vocational stream is clear. Applied vocational training is
intended to train for the semi-skilled and skilled worker level. This differentiation is not yet
fully evident in the structure and programming of the MOE comprehensive vocational
secondary stream. An examination of the MOE comprehensive vocational programme
shown in Table 2 indicates that students can pursue studies in one of 39 specialisations
as listed in Annex 2. A more detailed review of these specialisations indicates that many
are narrowly focussed, occupation specific, terminal in nature, and address similar skill
§éts to those being taught by VTC. Thus, the comptehensive vocational secondary
structure still exhibits strong links with its past which focussed almost exclusively on
trades training.

A further issue is the consistency and achievability of student performance objectives
with the programme structure, content and duration. Annex 3 provides a listing of
performance objectives and competencies for Industrial Stream Comprehensive
Vocational Secondary graduates which, while being descriptive of the role of an
experienced craftsman, are not deemed to be achievable within a school-based two year
training programme. Finally, the stated goal of enrolling 50 percent of males and 35
percent of females in vocational education and training will not serve the needs of the
labour market or national economic development abjectives if the suite of programmes
offered by MOE and VTC continues to train students in occupations which currently
comprise less than 20 percent of the work force. The foregoing issues are examined in
further detail in Section 5.0.
The foliowing recommendations are suggested to improve the alignment of policy intent
and programme structures in vocational education and training.

3.3 Policy and Structure of_Vocatibnal Education and Training in
Jordan: Key Performance Indicators

The following table provides a consolidated summary of performance indicators related
to policy and structure.

L0 ;




I

Comments:

» Vocational education and training policy structures are appropriately coordinated on
the training supply side. Additiona! coordinating mechanisms are required to develop
an effective national approach to labour capital formation. (See Sectionyv. . )

* Programme structures between the Vocational Secondary and Applied Secondary
require further differentiation to complete the reform process, avoid duplication, and
achieve system efficiencies.

* VIC vocational training policy is sound in concept. Training profile, programme
delivery, and related issues requiring urgent attention are discussed in Section 4.0.




4.0 VTC Performancs Raview

This section of the repcrt addrasses the orincipal components of VTC's activity and
reviews their performance and prograss over the period 1992 to 1996. The section
begins with a review of VTC's history and mandate as the context for current
activities.  This is followed by a performance review of training programmes and the
activities of headquarters and institutes. Management practices and progress, are
reviewed in the light of the institutional strengthening component of the CIDA-funded
Economic Development through Tachnical Skills Project (EDTSP). The section
concludes with a cost and efficiency review.

41 VTC History, Mandate, Structurs, and Operating
’ Environment

Prior to 1976, vocational training in Jordan fell within the mandate of the Ministry of
Education while the Ministry of Social Affairs and Labour coordinated the
relationships among training, labour and employment. The 1976 t0 1980 National
Deveiopment Plan proposed a project o astablish “The Labour Vocational Training
Corporation” which wouid parallel the vocational education system. The goal of this
project was “to concentrate on vocational training and development with a view to:

» meeting the needs and requirements of the labour market through providing
unskilled labourers with intensive short-term training, '

« enhancing the competence of the iabour force and upgrading skills in the various
vocations, especially with regard (0 vocations which are presently in short supply.
and . ;

« developing existing training capabilities at all levels and taking all necessary
steps to secure a competent training staff in cocperation with the various
ministries and public agencies as well as with private sstablishments.”

This resulted in the proclamation of the “\Jocaticnal Training Corporation Temporary
Law, No. 35 of 1975" , which assigned the following mandate to VIC:

“The Corporation will provide vocaticnal training opportunities to prepare the
technical work force and upgrade its efficiency in non-academic vocational training

speciaiisations and levels including:
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(@  industrial apprenticeship which allows youngsters to undergo organised
long-term training,

(b) training workers in their work sites to raise their efficiency,

(c) quick and intensive training for all vocations.”

In 1985 the temporary law was revised and replaced by the "Voocational Training

Corporation Law No. 11 of 1985" Under this law, the following mandate was
~ assigned to VTC: '

“The VTC undertakes to provide opportunities for vocational training in order to
prepare the technical manpowér and raise their competence in the various
specialisations and levels of non-academic vocational training. In addition, it
attempts to vary the types of training to include:

* vocational apprenticeship. which allows youngsters to exercise organised long-
term training,

training workers in the institutions where they are employed to upgrade their
skills, ’

intensive and quick training services for the various occupations, and
provision for level classification and testing for interested trainees and others,

and issuing the certificate of efficiency which each person deserves (receiving
accreditation as appropriate).”

This continues to be the mandate under which VTC operates. A more compiete
history of VTC's mandate and evolution is provided in “VTC History and Mandate.--
A Working Paper in Support of an NCHRD Performance Review of Vocational
Education and Training Providers in Jordan”. (Annex 4)

4.1.1 VTC Organisationa! Structure

As an organisational entlty, VIC is a semi-autonomous organisation under the
supervision of a tripartite Board of Directors, chaired by the Minister of Labour with
membership representing the government, emplovyers, and labour unions.

The Corporation is ma‘naged by an executive body, headed by a Director General
(DG), with support from four Assistant Director Generals (ADGs). For reference

purposes, an organigram depicting VTC’'s current organisational structure is
provided in Annex 6.
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4.1.1.1 VTC Training Centre Mandate and Structure

VTC's training activities are delivered through training centres located in the north,
south, and central regions of the Kingdom. A listing of centres and 1996 enrollment
levels is provided in Annex 5. This section of the report briefly outlines the mandate
and structure of all centres.

The basic mandate of the training centres is to work in cooperation with the VTC
Headquarters in the delivery of applied vocational training relevant to the needs of
the productive sector within the catchment area served.

This is to be achieved through the following activities:

« establishing an advisory committee representative of the geographicallindustrial
region being served; '

» developing relationships with employers in the region to facilitate placement of
trainees for on-the-job training;

o undertaking or participating in needs analysis or tracer studies to ensure
consistency between training programme offerings and local productive sector
needs; -

e recruiting trainees for enrolment into apprenticeship, medium-term, and short-
term programmes;

e promoting training centre capability to industry for the delivery of specialised
short skill upgrading courses;

¢ delivering training programmes,

. evaluatmg and testing trainees;

e managing human, physical, and financial resources in the delivery of training.

4.1.2 Operating Environment

The 1993 to 1997 National Development Plan focused on issues of unemployment,
poverty, and administrative reform to address social and economic consequences
arising from the Guif Crisis. Objectives related to vocatlonal education and training
included:

« introducing training to reduce dependence on non-Jordanian labour
« providing vocational training for job seekers with a view to reducing
“unemployment and meeting workers’ needs '
« extending the activities of the Vocational Training Corporation to various areas of
the Kingdom '

- 14




. deVeloping and expanding the role of the private sector in various fields of
vocational training '

* providing effective vocational training for women

e improving health and occupational and environmental safety in various

. institutions and enterprises

e accelerating the completion of the comprehensive national system of job
description and classification

 achieving effective and active coordination among the various institutions and
parties supervising vocational training ,

* preparing awareness-building programmes and promoting social values which
encourage respect for manual work

« establishing diligent maintenance systems for training equipment and facilities

* establishing employment offices to promote the employment of new graduates in
domestic and foreign labour markets.

The foregoing objectives provide the general environmental context within which the

two primary vocational education and training providers, i.e. MOE and VTC, could

have been expected to plan, prioritise, and focus resources during't_he past five

years. - |

At a more specific level, in 1994 the Government of Jordan in collaboration with the

World Bank, formulated a strategy for investment, development, and reform of the

Technical and Vocational Education and Training (TVET) system which would be

supported by the second Human Resources Dévelopment Sector Loan (HRDSIL 1l).

Key policy objectives of the TVET strategy which were expected to guide the

priorities of VTC are identified in the HRDSIL Ii Staff Appraisal Report as follows:

“The main policy objectives and means are:

~ (a)  Enhanced relevance to market economy -~

(i) analysing economic policies for their training implications as a basis
' for investment decisions in TVET;

(i) establishing ' capacity to track systematically the graduates of TVET
in the labor market:

(i) achieving greater flexibility by introducing short training programs; -

(iv)  promoting expansion of private technical training;

(V) directing TVET towards fields and areas with clear employment
prospects; and
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(vi)  introducing entrapreneurship training to facilitate entry of graduates
into self-emplcyment.

(b) Effective system management

(i) maintaining and strengthening the National Task Force for
Coordinating TVET (established by the Prime Minister on 22/8/1993
which has representation from the private sector and attach to ita
policy analysis capability;

(i) rationalizing the Vocational Education and Training (VET) system
through differentiation of roles and gradual consolidation and
restructuring of secondary vocational training, and the community

A college system through redefining its purposes and reorganizing its
governance; and

(iii) establishing clear norms to improve planning and management of
TVET resources.

(c) Quality Improvement

(i) instructors who recognize and demand excellence in trainee
performance. This -requires cpportunities for teachers to upgrade
their practical and work skills; i

(iy  availing appropriate instructional/iearning materiais and equipment;
and , | |

(i) disseminating and uphoiding safety standards and eliminating
hazardous work habits.”

The performance review which follows uses the Development Plan objectives and
Government of Jordan/World Bank TVET strategy as benchmarks for evaluating
progress during the past five years. )

4.2 VTC Management Review

Section 3 reviews the overall policy environment for vocational education and
training in Jordan which differentiates between the comprehensive secondary
vocational stream and the applied secondary vocational stream. This differentiation
is further clarified in VTC's legistated mandate which designates the Corporation as
the national training provider for entry level skilled workers and semi-skilled workers
as well as having responsibility for in-service upgrading.

16




This section of the report examines the management structures and practices which
have been put in place to implement programming under this mandate, together with
adaptations to those structures arising from the work of the Economic Development
through Technical Skills (EDTS) project.

'4.2.1 History and Current Status

Prior to 1995, the VTC management structure was a functional structure with the
functions of finance, administration, supplies, buildings, occupational classification,
training and planning, all reporting through individual directorates to the Director
General assisted by one deputy director as shown in Annex 6. (from 1994 Annual
Report)

VTC recognised the need to address management efficiency and took steps to
ensure that a strong management development component was negotiated into the
Canadian International Development Agency (CIDA)-funded EDTS Project. This
project, initiated in November 1994, included a component for capacity building of
VTC Management comprised of the foliowing three elements:

* a needs assessment element which provided in-Jordan technical assistance to
review the existing management structure and to formulate a management
development programme for VTC Managers;

* @ management skills development element which would assist the Training and
Development Institute (TDI) to formuiate and deliver a management training
programme for VTC training centre principals. This element also included &
study tour to Canada for VTC Directors to attend the Canadian Leadership
Development Institute for college administrators:

* an element which would provide VTC with in-Jordan Technical Assistance to

develop an operating plan.

In 1995 a technical assistance mission undercol: 2 Strengths/Weaknesses,
Opportunities/Threats (SWOT) analysis of VTC ic igentify key management issues
within the context of the Corporation’s operating environment. Arising from this work
it was agreed between VTC and the consuitant that the themes of increased

management efficiency through decentralisation ang team work warranted
consideration of a revised management structure.

Following an assessment of several optional models, a modified decentralised
model was agreed upon which was based upon the introduction of four Assistant
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Directors General positions and three Training Director positions, one for the
southemn region, one for the central part of the country, and one for the north.

The technical assistance mission concluded with the preparation of templates for job
qescriptions for the recommended new positions, as well as more than 50
recommendations relating to management practices under the headings of:

e Decision-making

e Human resources management
¢ Qrganisational structure

o Linkages with industry

o Communications

« Linkages with other institutions.

In September 1996, a study tour to Canada was undertaken by four Assistant
Directors General to Assiniboine College in Manitoba Canada. During this study tour
the participants were provided with exposure to all aspects of executive decision-
making, administrative planning and management approaches of a typical Canadian
college.

A follow-up technical assistance mission occurred in June 1996 during which the
CTA worked with the Assistant Directors General to complete job descriptions. The
advisor also formulated a comprehensive professional development plan for VTC
senjor managers. ' '

On completion of the foregoing work, VTC revised its organisational structure,
reporting relationships, and job descriptions of senior managers. Job-descriptions
for ADGs and Regional Directorates are provided in Annex7. In 1996, the new
structure was initiated for a trial period of six months, foliowing which an evaluation
of its efficiency was to be made. The revised management structure remains in
effect.

4.2.2 Findings and Commentary

The study team recognises the complexity of the management questions for all
organisations whether public, private, or institutional. It is further re_cognised that
these complexities are compounded by the organisational history, culture, regulatory
environment, and available resources. Thus there is no single modei or “correct’
solution for a given set of circumstances.

18




Organisational adaptation is, however, essential in an era of rapid Change in the
- external environment. This change needs to be built on clear vision and consistency
of leadership, supported by a clearly understood change process. '

For the purposes of this discussion, the study team has adopted a simpiified
definition of management which focuses on fundamental operational management
issues as opposed to exploring progress on the broad base of generic management
practices.

The definition of “management” which has been chosen to guide the assessment is:
‘management comprises the efficient deployment of human, physical, and financial
resources to achieve a stated set of objectives”. In the case of VTC, it is assumed
that the objectives relate first and foremost to the quality of training delivered to the
trainees and to productive sector stakeholders.

Based on these premises, the discussion which follows examines the impact of the
structural change, the extent to which operational change has occurred, and issues
' arising for future development of the organisation.

As noted previouély, VTC has moved from a functional management structure to a
modified matrix management structure. Some discussion of the advantages and
disadvantages of the two models is warranted.

The functional model previously adopted by VTC in which all functional areas of the
organisation reported to the Chief Executive Officer has advantages. Under this
mode! the chief executive can keep directly in touch with operations thereby
minimising problems of management control. The natural flow of information is
vertical and lines of communication are short. The model results in specialists in
senior and middie management positions which improves the quality of

-management.functions. *|ﬂ'*this'ﬂtype"efffunCtional*structurejjo'b*fun*cﬁons areclearly

~understood and easy to define because they are based on the tasks the
organisation has to carry out.

The disadvantages associated with this model become increasingly apparent as the
organisation becomes larger or more diverse in its interests.  Senior managers
become over-concemed and over-burdened with routine matters, neglecting the
strategic concemns facing the organisation. In this model it becomes increasingly
difficult to cope with diversity, coordination between functions becomes difficult, and
the organisation fails to adept. A summary of strategic advantages and
disadvantages is shown in Box 1.



‘ Box 1
Summary of Advaniages and Disadvantages of the
Functional Crganisaiional Siructurs

Sty et 'm’ Disadvantages

Strateﬁiéfﬁdﬁmég;vs.

‘e Permits c_:ﬁntr"izzcd cmtroi of strategic e fifnc
“-:-'f'esults B . T .»_,ccurdmat:on

. VefY Wﬂ”*ﬁu"iad for structu ing:a single " Can ead to mtermnchonal rwaITY.
- business on-‘organu_atzcn T "cun’hct'and nmp:re—buﬂdlng ‘

: ; _ay promote werspnmahzatlon and
,“}al row ’T’anagamen vnewpomts

Hmder ueveiopmem of managers with

cross-functional experience t because the

_lagder of advancemsni is up: the ranks
in - i_he same fugctlona!_grea o

chas garformance respons;bmty to the
t.Cp :

- :Functjonal spec:austs often’ attach more
. mportanca to what's-best forthe
func*xonal area than to what's best for

- whole orgamsanon LT

: 3 May iead to uneconomscally smatl units or
“underutilisation of specislized facxht:es
' %nd manpower : .

F nctional myopia often works- against
o a’uv entrepreneurship, adapting to-
' "zd:.;attempts 10 structure the

Source: “Strategy Formulation and implementation”, Thompson and Strickland, 1989.

The matrix structure is a combination cf structures. !t fraquently takes the form of
functional and divisional structures operating in tandzm. Advantages claimed for
this type of structure are that the quality of decisicn making is improved, formal
bureaucracy is replaced by direct contact betwesn individuals, the structure
encourages informal exchange of views across responsicilites. Furthermore, the
matrix structure is expected to result in managerial motivation, because of its
participative nature, and management development, due to the extent to which all
levels become involved in activities.
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There is, however, a widely supported body of opinion among management
practitioners that matrix organisations are ‘among the most difficult to manage.
Potential disadvantages include a lack of clarity in decision-making processes,
dilution of priorities, and decision-making paralysis. A summary of the advantages
and disadvantages of the matrix structure are shown in Box 2.

Box 2
Summary of the Advantages and.Disadv_antages of
the Matrix Organisational Structure

: aut gettmg dearance fmm '-many other

otes an organlzatlonal bureaucracy and
mstnngs creatlve entrepreneurshsp

Source: “Strategy Formulation and Implementation”, Thompson and Strickland, 1989.

Interviews conducted by the CTA in 1985, indicated that VTC had by this time,

QVL{EQFOWHV the efficiencies associated with a,,fUDC,ﬁ,O,DaLO[ganisation,structure,and,t,hat, e

change was warranted. The model introduced was intended to encourage a clearer
allocation of responsibilities, to promote communications and team work, and to
promote a more holistic approach to institutional development.

When the operational experience with the new model is viewed from the perspective
of training centre principals, the process of “efficient allocation of human, physical,

" and financial resources to achieve a stated set of objectives” has been retarded. All
concemns identified in 1995 still exist, plus the added belief that the introduction of
Regional Directorates has introduced another layer of bureaucracy with decision-
making becoming duplicated, lost, or contradicted.
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When the model is viewed from Headquarters staff there is a much wider
comprehension of the intent undertying the structural change, a commitment to the
principles on which it is founded, and a recognition that time and experience aré
required in order for the benefits tc appear.

From the perspective of the study teém,. the foilowing inhibiting factors are seen to
be restricting the transition from the previcus organisational model to the new:

e The external environmént in terms of staffing, (human resources) budgeting and
the delegation of financial éuthority (financial resources) and the establishment of
training centres (physical resources) is highly regulated, thus constraining the
autonomy of the organisation in addressing issues of decentralisation.

« There remains a strong hierarchical culture throughout the organisation resuiting
in a reluctance at all levels to take independent decisicns and always to seek
solutions from the top.

Devolution of responsibility and agcountability has not yet been fully embraced by
all senior managers. This results in uncertainty, stalling, consulting or forwarding
issues to another fevel for decisicns.

There has not been widespread communication of the intent and practices
associated with the revised structure, resulting in line directorates continuing to
operate functionally. ' '

Reverting to our definition of “management’, however, which was siated to be “the
efficient allocation of human, physical, and financial resources to achieve a stated
set of objectives”, the fundamental management question in VTC is the clear
articulation of strategic objectives. The absence of strategic objectives creates a
vacuum in terms of both planning and decision-making.

A review of the current planning process within VTG indicates that itis entirely
process driven. At the start of each budget planning cycle, training centres are
requested to forward their budgetary requirements for the coming year. These are
assembled by the planning directorate and presented for consideration to senior
management who then review, rationalise, and forward to the Ministry of Finance.
Following the announcement of the budgetary allocation, the process is then
essentially reversed.
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An improved . process would be the formulation and articulation of an annual
corporate development plan with a limited number of strategic priorities for the
coming year. This plan would be developed with input from training centres and
institutes but would be led by senior managers. The plan would also include clear
- monitoring mechanisms together with associated reporting structures. Centres and
Institutes wouid subsequently formulate their own action plans and budgetary
requests against the strategic objectives. While recognising that the budgetary
submissions would need to comply with the standard Ministry of Finance format, its
formulation could adopt a more creative and strategically-focussed approach.

As noted previously, the current management structure was put in place for a six
month trial period. VTC has now had one year of operating experience with the
model and will, no doubt, be scheduling an evaluation in the near future. As part of
this evaluation, VTC may wish to consider the following questions:

» Has the revised structure and operating process resulted in the establishment of
institutional development objectives by senior management, followed by the
articulation of an action plan, allocation of resources, assignment of ieadership
responsibility, establishment of time lines, and a rigorous monitoring mechanism?

» What identifiable responsibilities/accountabilities/resources have been devoived
to training centres which have resulted in identifiable new programme initiatives
or improved services to students or productive sector clients?

» The establishment of Regional Directorates represents an incrementai cost to
the organisation. What identifiable added value has accrued to trainees and

productive sector clients as a result of their introduction?

e Has the revised structure resulted in an identifiable acceleration in the

achievement —of —internal —efficiency issues such as decision-making,

communication, information systems, development and analysis, or financial
management and reporting?

* Has the revised structure resulted in the identification and elimination of non-

productive programmes or practices, thereby resulting in improved client
services?

e Has the revised structure resulted in an identifiable reduction in “administrivia”

reaching the desk of the Director General, thereby allowing increased focus on
straiegic development issues?

2]
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4.2.3 Summary of Performance Indicators: YTC Management

Strycture

~ Indicator ‘Relevanc:

\ Instltutxona! Coal Settmg- i

Strategxc Management s

Comments:

Benefits of the revised organisational structure have yet to be realised.

0

Mechanisms need to be developed for estabiishing institutional goals which focus on
improvement of training programmes.

Management is currently driven by activity and process rather than by strategic
objectives. |

Human resource and financial management are largely defined by external
processes beyond VTC’s control.

While there are many mechanisms for communication in VTC. itis frequently difficult
for managers to link communications to strategic priorities.

4.3 Performance Review of VTC Training Activities

The overall effectiveness of any training activity is determined by the programme
structures and content, learning resource materials, students, staff, facilities, and
equipment together with the quality of the relationship between the training institution
and the labour market. Efficiency is a function of the management structure and the
deployment of resources in achieving the training objectives. -
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This section of the report evaluates each aspect of VTC'’s training activities. Issues
identified during the course of the review are carried forward for discussion later in
the document.

In terms of the evaluation methodology, a representative sample of nine training
centres was selected for detailed examination. Field work was undertaken at six
Centres. Atthese centres, drawn from the north, central, and southern regions of the
Kingdom, specific information on staff, programmes, enroliment levels, industrial
linkages, graduates, and advisory committees was requested in advance of field
visits.  Questionnaires based on the World Bank document “Evaluating Vocational
Training Programmes: A Practical Guide”, were prepared as survey instruments, to
assess intemal and extemal efficiency.  During field visits, interviews were
conducted at each centre with the training centre pn‘nbipal, at least four instructional
staff, and ten to twelve students drawn from different programme areas. Similarly, at
each centre, a survey was undertaken of instructional methodology, teaching
resources, workshop equipment and other physical facilities.

All three of the VTC's Institutes were visited and interviews held with the Directors
and other staff members.

At the Executive level, the VTC Director General and four Assistant Directors
General provided information on policy, organisation and management. Statistical
data were drawn from Annual Reports supplemented by data supplied directly from
training centres, data gathered during field interviews, or supplied from individua!
headquarters units.

Details of the performance review of training activities are provided in the following
paragraphs.

4.3.1 VTCfTraininngrogramme*Stru:t:zr-" T

For any training institution, the overaii Taining srogramime framework needs to be
designed to serve training objectives anc ensure efficiert use of training resources.
This section of the report outlines the current status of tne framework addpted by
VTC and provides commentary on its relevance to current and future iabour force

development needs in Jordan.




4.3.1.1 Current Status

VTC currently offers training programmes directed at three points in the labour
market. These programmes are classified as:

« Long Term (Apprenticeship)
e Medium Term Training
. Short Term Training

Three year apprenticeship programmes, designed to produce skilled workers,
include two years of instruction in the training centre, coupled with supervised
experience in the workplace, followed by one year of -practical work experience.
Apprenticeship programmes are offered in 47 specialisations within 14 occupational
groups.

Medium term programmes designed to produce limited skills workers are of one year
duration comprising both instruction in the training centre and experience in the
workplace. These programmes are currently offered in 45 specialisations in 14
occupational groups. ' N

Short term programmes are offered either to train new entrants to the work force or
to upgrade the efficiency of existing employees. These courses vary from one week
to six months in duration. In 1996, 125 specialisations were offered in 14
occupatfonal g‘roups. |

A programme profile for 1996, abstracted from VTC's Annual Report is provided in
Annex 8.

4.3.1.2 Findings and Commentary

Jordan has embarked on national directions which express a clear intent to integrate
with global trading parthers and to diversify its economy as rapidly as possible.

. These. directions are seen in the elimination of trade barriers, removal of foreign
- investment restrictions, and the recently signed association agreement with the
European Union. The foregoing policies ‘must be supported by a similarly
progressive stance among human resource development agencies. The need for
vocational education and training providers to design and maintain systems which
are open, flexible, broadly-based and responsive to economic, industrial, and
technological change, is now universally accepted.
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Annex 9, entiied "School to Work —Palicy Insights from Recent International
Developments”, provides a summary of a report soon to be published by the
National Centre for Vocational Research at the University of California at Berkeley.
The paper contains an overview of the direction and structure of vocational
education systems in a number of countries worldwide. In its introduction, the paper
includes the following observations: '

“Changes in labor market conditions are aiso prompting changes in
education and training policy in countries with relatively successful
school-to-work systems as well as in other countries. Empioyer
involvement no longer means training students for predictable, static
jobs. " Instead, employers and schools are caught up in an evolution
toward more flexible production and life-long leamning. This trend
poses challenges for school-to-work systems. One is to overcome the
rigidity and fragmentation of vocational training that prepares young
people for narrow occupations and leaves them unable to adapt to
rapidly shifting markets.”

“To prepare individuals for work that demands continual leamning,
education must promote high-level thinking skills for all students, not
just for an elite group. Vocational education, traditionally offered for
students who were considered to be less academically inclined, is now
being reformed and, in some places, radically reconstituted. These
reforms are intended to attract more academically proficient students
and to equip them with the skills necessary for continual leaming and
problem-solving in rapidly changing work environments. As change
proceeds in this direction, the line between vocational and academic
education becomes indistinct. Instead of serving as an altemative to
general education, vocational education becomes a method for
promoting it.”

It is within this context that the following observations are made:

The central core of VTC's ftraining activity is the delivery of apprenticeship

programmes. The fundamental structure of these programmes is sound, insofaras

- they are built on a dual system which inciudes both institutional and work-based
leaming. Relationships have been built with numerous employers throughout the
Kingdom which provide a foundation for emplovers and educators to share
responsibility in' the school-to-work transition. These siraiegies should be retained, .
valued, and built upon. There are, however, a number of structural issues, inherited
from the past, that are incongruent with global trends and national policy objectives
for vocational training in Jordan.

The 1986 VTC apprentic: ship programme profile is virtually identical to that offered
five years previciz. Al progreamimes are of the same structure and the same
duration irrespective of the specialisation or sector. The programme profiles exhibit
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many characteristics of “rigidity and fragmentation of vocational training that prepare
young people for narrow occupations.” Three examples are cited:

In the Metal Fabrication and General Mechanical Maintenance occupational group,
VvTC offers apprenticeship training programmes in Plate Metal Fabrication, Steel
Structure Fabrication and Metal Profile Fabrication. Steel working industries
worldwide employ two basic categories of employees. Firstly, the steel worker or
steel fabricator who marks, cuts, forms, fits, tacks, fairs, or erects steel fabrications of
varying complexity; secohdly, the welder who performs all-position welding on steel
of various types and thicknesses to specified standards. Small steel fabrication
enterprises frequently require employees to undertake both fabrication and welding.
In order to reflect more generic skill development and to avoid narrow occupational
training, the VTC programme structure in this area could more appropriately offer a
single well developed programme in Steel Fabrication with specific welding
programmes offered on a demand basis.

As a second example, in the Electric (Power) Occupational Group, VTC offers three
year apprentice training programmes in the following areas:

 House Equipment Maintenance Electrician
« Auto-Electrician
« Machine Winding Electrician
« Plant Maintenance Electrician
» Line Network Electrician .
o House Wiring Electrician
« Cable Electrician
e« Substation Electrician.

It is self-evident that the specific and limited skills provided in “House Equipment
Maintenance Electrician” is an example of training that will lead a young person into
a narrow occupational classification which offers little growth potential. Similarly, a
Machine Winding Electrician is a smaller subset of a much wider occupational
classification. The VIC programmé structure could more appropriately include just
two programme options such as Electrician (Industrial) and Electrician (Power
Distribution). ~ This would support the design and delivery of broad!y-based
programmes with the output of multi-skilled graduates. -

Finally, the offering of a full apprenticeship in Retail Sales illustrates the need for a
review of the VTC programme profile. The retail sales industry in qudan_ is
demonstrably able to recruit and train its own personnel to high standards. The
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stafﬁng and delivery of a programme which has graduated only 33 students in the
~ past five years, is clearly not a profitable investment of public furids.

Medium term and short term programming provides an opportunity for VTC to
demonstrate its relevance to the local community through the design of responsive,
skill-specific programming. Relevance and responsiveness are, however, restricted
by centralised programme planning, scheduling, and marketing. The selection and
scheduling of training topics for short term programmes are established by VTC
Headquarters and advertised through newspapers in the regions. Courses are then
conducted subject to minimum enroliment levels. This approach is not characteristic
of a flexible, demand-driven delivery system. The result of a centrally-driven
approach to short term programming is to be found in the enroliment trends shown
in Table 3.

Table 3
Enroliment Trends in VTC Programming

5,875 1,208 8,048 730 | 150
1993 5,539 1,099 932 7,570 73.1 145 123
1994 5,858 1,217 986 7,689 74.2 15.4 12.4
1995 6,594 1,271 755 8,620 75.9 146 8.4
1996 7.696 1,501 600 5 857 77.8 16.1 6.1

Note: Enroliment figures for all programmes have been converted to Full-Time
Equivaients (FTE) on the basis of one FTE being equal to 900 hours of training.
’ Apprenticeship programmes include first and secong year ~TEs only.

Although the policy objective is to increase and diversify responsiveness to the short
- term training needs of job seekers and the upgrading of existing workers, the actual
training delivered shows an increasing consolicaticn  around a fixed core of
apprentice programmes and a sham decline in both 2bssiuie and percentage terms
of short term training.

The foregoing observations relate to the current and historical programme profile. !t
is also relevant to note that large occupational groups and important sectors of the
economy such as clerical workers, administrative support staff, health care workers.
communications. hospitaiity, transportation, and agriculture workers are either
under-represented or not represented at all in the VT C programme profile.

29




This analysis suggests that a complete review of VTC's programme structure is in
order. The main objective of this review would be to rationalise apprenticeship
programming into -more broadly based occupational categories whiie extending and
strengthening the technical competencies of graduates. The second objective of a
programme review would be to identify ways in which the training resources resident
in the VTC Centres could be more effectively mobilised to develop marketable skills
among the unemployed or underemployed within the catchment areas they serve.

An example of a fundamentally different approach to training programme structures
designed to build a composite of technical skills, academic skills, and employability
skills was proposed by VTC in December 1996 in a proposal to establish female
training centres in Zarga and Madaba. This conéept, approved by the Intermediary
Policy Council Resolution No 2/96 dated November 20, 1996, provides a model
against which the proposed review might be undertaken.

4.3.1.3 VTC Training Programme Structure - Key Performance

Comments:

« Dual system of institution/employer training is sound and potentially efficient.

e The entire programme of | apprenticeship programme specialisations has remained
unchanged during the past five years. The programme is too narrowly focused and
requires complete re-design. : S

e Links between leaming objectives and programme duration require review, many
programmes do not warrant one year of training. ‘

|« Short-term programming should be driven by community demand; not centrally
determined, and supply driven. :
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432 VTC' Training Programme Content, Curriculum and Learning
Resource Materials

The training programme and associated resource materials, together comprise the
vehicle or mechanism for communicating knowledge and developing skills
necessary for: |

* initial employability within an occupation

* building a foundation for continuous learning, development and adaptation.

Current best practice suggests that the format and content of the curriculum should
clearly state:

who the educational process is aimed at
* what objectives and qualifications are to be achieved
what skills must be leamed in what sequence of learning to achieve this purpose

what procedures and aids are to provide information on progress in learning.
The elements of a fully developed training programme typically include:

General Design

* an occupational or task analysis

* aframework of competencies

* a course structure detailing the instructional sequence, instructional content, and
instructional materials.

Course Design
e course aims

s major topics
* learning objectives

—* tasks/evaluation/standards to measure the achievement of competencies.

Teaching/Learning Resource Materials
 modular training units
e instructor guides
* student handbooks
* lab/orkshop exercise guides
* textbooks
e audio visual materials.



This section of the report describes the historical and revised approach by VTC to
the design of training programme framework, content, leaming resource materials,
and evaluation materials within the context of the foregoing globally accepted
standard. Commentary is provided on instructional delivery. The section concludes
‘with the findings of the study team with respect to quality and relevance of the
training programmes.

4.3.24 - Current Practice: VTC Training Programme Framework, Content
and Programme Development Methodology

The overall study plan for Applied Vocational Secondary Students is prescribed by
the Ministry of Education. The actual programme framework for all apprenticeship
programmes delivered by the VTC training centres surveyed is shown in Table 4.

Table 4
Programme Framework for Applied Secondary Yocational Students

(fears One and Two)

2 Arabic Language ]

1 islamic Culture

1 English

1 Science

1 Social Studies

1 Physical £ducation i
i

Two 4 Workshop

2 Vocational Science
Three 4 \Norkshop

2 Vocational Science

Four ] 8

Five 8 On-the-Job training (duration varies with employer)

The abdve study plan- is similar for each of the first two years of the apprenticeship
programme. ' '
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The study plan for the one year Medium Term programme is similar to the above
with only five hours devoted to general studies. The study plan for short courses is
based on the subject matter being taught.

'l:he vocational content for each of the 40 specialisations offered for applied
vocational secondary students is currently based on a series of training units
developed by the Ministry of Education in the early to mid-1980's. These comprise
the curriculum. The number of training units which comprise a programme vary from
about 15 to 25 units. A representative set of training unit headings for the welding
- and metal shaping specialisation is shown in Annex 10. Training units currentty
available and those remaining to be developed in the respective vocational families
are shown in Table 5. '

Table &
Training Units Available or to be Developed for
Applied Secondary Vocational Programmes

R R e | Number of Units Number of

: Vocatxonal Farmhr - | Compileted Remaining Units
“Electicily — R 102 23

Metal Fabr. & General Mechanical Maintenance 134 17

Driving and Maintaining Vehicles and Machinery , 83 20

Air Conditioning and Plumbing 27 19
Construction 39 9
Carpentry and Decoration 43 : 12
Miscellaneous (personai services) 14 C -

The format and content of a training unit i comprised of broad learning objectives
followed by elementary information-based vocationai coment.  An exampie of a
typical training unit drawn from the carpentry programime 1& shown in Annex 11.

No texts are prescribed and no other learning rescurce materials are provided by
VTC tc the student Library resources and audiofvisual materials and equipment .
intended for instructors and training cfficers are minimal (see Tables 6 and 7).
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Student performance evaluation procedures are defined for each specialisation in
terms of the trainee’s ability to perform specific tasks under guidance, with minimal
quidance, or independently. -

In 1996, VTC assumed responsibility for the development of its own training units
and established the Programme and Training Directorate, reporting to the ADG,
Technical Affairs.  Curriculum is now developed according to the following
procedure:

Curriculum development teams are assembled including representativés drawn from
VTC, MOE, the armed forces, and the private sector. Training units are developed
using a common model. When completed, units are forwarded through the
Guidance Committee and Coordination Committee for approval by the Board of
Education at MOE.

Under this new direction, the curriculum includes a series of training units for any
given vocational family. The number of training units per family ranges from 15 to
125 units. The new training unit format includes the following elements:

L

« title page and information indicating the relationship of the training unit to the
occupational family - ' ’

e a training unit purpose statement

e a task analysis outlining the tasks to be performed and the related skills 10
achieve the task ' - v '

« performance objectives for each sub-task, expressed in terms of basic
competencies |

« the practical and theoretical content of the curriculum

¢ supporting instructional text and diagrams S

« worksheets for practical exercises

« atrainee evaluation record

o test sheets outlining skill and knowledge standards to demonstrate the
achievement of terminal competencies.

To date, 180 new training units have been developed in the above format. None
have been implemented; all are awaiting approval by the Board of Education at
MOE.

vln' -addition to the foregoing initiative, the CIDA-funded Economic Development
through Technical Skills Project has had as one of its central objectives the
strengthening of VTC's training programme development capacity. The EDTS
Project is channelling its activities through the Training and Development Institute. '
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Activities have included the development of capabilities in the DACUM process
coupled with professional/skills upgrading of instructors in 7 fields. It is intended that
future project activities will link the two components, resulting in improved leaming
resource materials.

4.3.2.2 Findings and Commentary: VTC Training Programme
Framework, Content, and Programme Development Methodology

Existing training prograrhmes are based on a series of training units developed by
the Ministry of Education in the mid-1980's. These units are the primary resource
materials for both instructors .and students. Each unitis structured around broad
leaming objectives and limited elementary technical information. Much of this
content is now outdated. Some training units are lacking for some programme
topics in every specialisation. Some instructors indicated that, where no training
units were available, no training was delivered reiating to that particular topic.

The approach of instructors to the development of supplementary teaching material
is highly variable. Some instructors restrict training to the specific information
contained in the training unit and provide students with no additional technical
material.  Others use notes from -their own previous training as a basis for
instruction.  One instructor showed to the study team members, a text he had
purchased locally from his own resources from which he had developed teaching
notes for students. Another instructor had a well formulated lesson plan based on
the training units, together with a fully develop'ed set of supplementary notes and
overheads for classroom use. In most Cases, teaching resources were found to be a
rather random collection of material drawn from different texts manufacturers
catalogues, and maintenance manuals.

A comprehensive survey of library and audio visual resources was undertaken by

the—study-team-in-fiveof the-focus centres. Table 6 indicaies e current holdings of

books and periodicals at the respective centres.

Tabie 6
Library Holdings at Representative VTC T: raining Centres

Boaks and Penodlf" ria: : -Sahab. .| = Tafileh: -\ Aqaba !
“Numbﬁr of general Books 468 700 R T 800
Number of technical books 56 800 150 25 300
Number of scientific periodicals 100 150 5 2 50
Number of technical periodicals - 100 - 10




Tabie 7 provides a listing of audio visual hardware at the representative centres

while

Table 8 lists software holdings.

Table 7

Audio Visual Equipment Available in Sample Centres

T _ﬁ_déba

“Gverhead projectors

hotocopiers

Slide Projectors (\;rith sound)

Tide Projectors (without sound)

omputers

Sets

ideo Players

Photographic Cameras

ideo Cameras

Projection Screens

Tape Recorders

Table 8

Software Holdings in Sample Centres

Sahab -

Tafileh

Agaba

- .

Audio Tapes

12

Video Tapes

Transparencies

100

Models

Charts

Slides

Computer Diskettes

Other

*Available, but no number provided
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.-The survey also é(ddressed the use of library resources by students and staff. While
the data returned is considered indicative rather than actual, library use per day was
reported by 2.6 percent of students and 23 percent of staff.

The above data indicates that within the process of programme renewal, library and
audio visual facilities, which represent the common pool of learning resource
materials, requires significant attention.

Instructors interviewed conveyed varying levels of understanding of the concepts
surrounding the curriculum development process, establishing specific and
progressive leaming objectives, evaluating competencies, and the need to provide
students with independent leaming resource materials.

The curriculum contains no behavioural objectives relating to employability skills.
These normally would include objectives designed to encourage innovative thinking,
problem solving,r independent thought, sélf;reliance, team work, punctuality,
commitment to precision, and quality.

Practical skills are typically taught by the instructor demonstrating a specific skill and
the trainee attempting to repeat it. - With the exception of machine shop work, no
work  sheets were found to explain the activity, indicate its purpose, outline expected
results, establish standards, or specify tolerances for the skill being developed.
While some limited practical training was observed during the course of the survey, it
is clear that because of limitations of work stations, hand tools, and other equipment
students spend a great deal of time ‘observing” rather than practising a skill.

Few practical exercises involve team work, except when a production order is
received from an external customer in areas such as carpentry or steei fabrication.
In these cases, the production exercise is led by the instructor at which time the
learning environment switches from institutional leaming to on-the-job leaming.

Depending upon the nature of the work this can -Negate the intent-and benefits ——— - -

associated with the separation of ifistitutional lsaming and experiential ieaming.

- The foregoing observations relate to the historical programme development and
delivery model as is currently practised in the training centres. The new programme
- development approach and the training units which have yet to be approved by the
Board of Education, are a positive step towards upgrading the relevance and quality
of programme conient. The programme dsvelopment procedure is well formulated.
The basic learning objectives for each unit are clearly defined. The knowledge
conteni is limited but presented in & progressive manner. Evaluation procedures



included within the training unit format, acdress the measurement of competencies
expected to be developed as a result of the leaming activity.

Similarly, the work of the EDTS Project is developing a strong methodological
capability which is directly linked to instructor skills upgrading and the production of
learning resource materials. VTC needs to ensure that these two initiatives are
more closely connected and that the benefits of both are captured to resuitin
improved quality programming.

While reiterating that the new programme development approach adopted by \"21®;
represents a very progressive initiative, the following observations are offered for
consideration: '

A potential danger associated with integrating xnowledge content in the same
document as course outline, leaming objectives and evaluation mechanisms, is that
teaching will be limited exclusively to the knowledge content provided in the training
unit. Thus the curricula rapidly become static and outdated.

A more dynamic appreach might* be to have the programme/learning resource
materials developed '_as three separate documents. Curriculum and learning
outcomes: instructor teaching guides; and finally, student learming materials. The
format of the Instructor Teaching Guides would provide a basic instructional
framework and a listing of reference materials from which the individual instructor
would develop a living and breathing leaming programme. Student learning
materials would comprise basic information relevant to the training unit in loose leaf
format to allow for the inciusion of class notes and other materials obtained during
the course of instruction.

The knowledge component of existing training units is quite limited. Recognising
that this is the primary source of teaching resource material available to students,
every possible effort should be made to continuousiy expand and deveiop these
resources.

The development of training units and their appiication in a learming programme
should also be considered within the context of redesigning the number of
specialisations and - werking tcwards a common core curriculum for students
pursuing related occupations. Annex 13 provides a partial common core curriculum
for the following categories of apprenticeship trades training in Ontario, Canada:

« Motor Vehicle Mechanic
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Truck/Coach Mechanic

» Heavy Duty Equipment Mechanic
» Farm Equipment Mechanic

Fork Lift Mechanic.

This illustrates the approach to adoption of a common core competency-based
curriculum which is widely used in many educational jurisdictions in the interest of
efficiency, programme coherence, and, most importantly, in the flexibility of the skills
acquired by apprentices. ’ |

it should be stressed that while the curriculum format is central to programme
design, instructional quality improvement will require an integrated approach to the

upgrading of instructor technical skills and the enhancement of learning resource
materials. '




4.3.2.3 Training Programme Content,- Curriculum, and Learning

Resource Materiais: Key Performance Indicators

" Programmes currently in use have very limited content for two years of institutional

training. :

Programmes currently in use are not designed around industry-defined performance
objectives and expectations. ,

Curricula contain no behavioural,objectives relating to employability skills.
Teaching/Learning Resources currently available to both instructors and students
are extremely limited and technicaily-dated.

Library and A.V. support materials are inadequate.

No identifiable policy, standards, or expectations exist in terms of instructor-
developed teaching materials. '

Quality standards and expectations from students are set at unacceptably low levels.
A process for student performance evaluation exists but needs review to align with
progressive competency-based programming.

Revised approaches to the design of training units represent a progressive step and
need to be supported by instructor training and the development of additional
learning resource materials. :

EDTS Project activities are contributing to curriculum improvement.
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4.3.3 VTC Training Centre Staff

Training programme quality is governed by the quality of the training centre staff and
their ability to work as a team with student, community, and productive sector
stakeholders. This section of the report examines VTC's staff recruitment practices,
staff profiles, and performance management. Perceptions of staff with respect to
programme quality are also provided.

4.3.3.1 Current Status

The VTC Training Centre staff complement typically includes a principal, a training
supervisor, training officer, instructors, teachers, a guidance counselior, and
administrative support staff.

VTC staffing levels during the five year period under review are shown in Table 9.

Staff recruitment originates at the training centre level. A recruitment request is
forwarded to Headquarters for approval by the Director General, subject to a budget
approved position being available. The request is subsequently forwarded to the
Jordan Civil Service Bureau which identifies approximately three candidates from
their applicant data bank. The list is transmitted to VTC with final selection being
made by the training centre principal. The selection is based upon the
recommendation of a selection committee and the candidates’ test results. The
current profile of academic credentials held by VIC employees is shown in Table 10.

Based on data provided by the training centres in our sample, the work experience
background of staff prior to appointment as instructors, varies widely. In one centre
63 percent had prior experience; in another 55 percent had no prior experience, and
in a third, only 18 percent had no prior experience. Most have less than five years

experience before employment with VIC.
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Table 9
Credentials of VTC Employees

s | Teacher | Instructor Coordinator n| Percentage
Grand Total 211 62 498 - | 53 | 12 158 | 100 | %100 | 883 | 1094
University - 23 45 a8 | 12 56 | 53 | %268 | 237 | 237
Degree | | __
Community 9 39 236 2 - 70 | 36 | %434 | 383 | 392
Coliege n
Secondary a7 T 144 3 - 73 | 11 | %205 | 181 | 228
Certificate (8.C) S
Less than 155 - 73 - - 9 -- %9.3 | 82 | 237
SC) | |




Tabie 10
VTC Staffing Levels, 1992 to 1996

1992 59 381 63 43 108 | ] 840
1993 63 425 7T 13 121 | 53 162 908
1994 70 529 73 13 138 65 190 1,078
1995 62 498 53 12 158. | 100 211 |1,004
1996 B1 490 48 21 174 116 220 |1.130

Source: VTC Annual Reports

Teaching loads for instructors typically include 24 hours assigned to workshop or
vocational theory with a further 16 hours assigned to trainee supervision in the
workplace. Academic teachers are typically assigned 28 hours of classroom contact per
week. |

The Training and Development Institute (TDI) provides teaching staff with professional
development opportunities related to instructional 'techniques. Technical upgrading
opportunities are available either through the Tests and Training Institute or through
externally-funded programmes.

Instructor performance is evaluated annually by the training centre principal.

4.3.3.2 Findings and Commentary

The following findings arise from interviews with principals, instructors, and staff during. . ... ___

visits to the sample centres.
Principais

The study team found the academic, professional, and experience profile of the
- principals to be appropriate to their positions. Several have formal engineering training
followed by supervisory level industrial experience and experience in the training field
prior to assuming ’management responsibility in a training centre. All principals
czmonstrated strong commitment to VTC training purposes and were able to illustrate
intiatives they had taken to pursue those purposes. Most demonstrated a high level of
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leadership and appeared to have the full respect and cooperation of teaching and
support staff.

A very high proportion of a principal’s work load is administrative and internaily focussed.
This leaves insufficient opportunity for building linkages, understanding, and support with
the external community and productive sector employers.

Principals expressed continuing frustration with the centralised nature of the organisation
and several believed that the recent changes in organisational structure had
compounded both centralisation and the complexity of decision-making. All expressed a
need for greater autonomy if they are to contribute more fully to upgrading the quality of
programme delivery. ‘

Without exception, ph'ncipals articulated a need for a significant review of training
programmes at both the structural and specific level. Some programmes were identified
as redundant others of inappropriate duration; others where the existing market
demand was saturated. Principéls also recognise that a high proportion of staff require
technical skills upgrading. All centres have taken advantage of staff development in
teaching methodology, provided by the Training and Development Institute, but the
value of this was seen to be limited by the lack of technical upgrading.

Several principals expressed concern related to the process of student recruitment and
allocation of students by MOE which results in VTC receiving less motivated trainees
with lower academic potential. In areas outside Amman the process also resuits in
centres operating with student numbefs well below viable levels.

As a concluding observation, it is reiterated that the principals are seen to be well
chosen and comprise a strong leadership resource. ‘ .

Instructional Staff

The commitment level of instructional staff is also high. There are, however,
weaknesses in the staff profile in terms of VTC's ability to deliver and maintain high
~ quality and technically relevant programmes.

In 1996, 220 of 563 instructional staff had secondary school certification or less as their
highest level of academic qualification (see Table 10). The experience profile of the
instructional staff is also weak. A high proportion of those with community college level

~qualifications moved directly into teaching with no prior work experience. Others have
no sound practical background. '
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VTC recognises the need for staff development. 1,203 instructors have participated in
81 teaching methodology courses, each typically between 10 to 75 hours duration during
the past five years. Professional development in technical areas has been provided by
TDI and TT! to 1,635 instructors. Other professional development has been provided
from externally-funded projects. A summary of all professional development activities
undertaken by VTC instructional staff during the past five years is provided in Annex 14.
There is a broadly based recognition that a formal mechanism should be built into VTC's
operation to ensure continuous renewal of the technical competence of instructional
staff.

Instructional staff recognise currently assigned work loads as acceptable but many
believe the amount of time available to supervision of on-the-job training is insufficient to
allow for meaningful evaiuation, or to ensure that working environments are conducive to
leamning.

As previously noted, the study team had little opportunity to observe the instructional
process. Based on limited observation of classes, instruction seems to rely pnmarily on
‘chalk and talk’, followed by practical demonstration and practice. The most significant
observation, which is particularly evident in carpentry, metal working, and construction
trades, are the low quality of expectations and performance standards, which are found
acceptable for practical work undertaken by trainees.

Conversely, high expectations and standards were observed in clerical training,
hospitality industry training, dress making, some machine shop work and the printing
trades. This points to the importance of articuiating measurabie quantitative and
qualitative performance criteria stated in the curricuia.

Staff perceptions regarding student abilities were generally positive. In terms of
improving the quality of training, 48 percent of those interviewed identified upgrading of

curriculum as a number one pnonty 26 percent ldentmea upgrading of staff, 12 percent,

- upgrading of equipment, and 14 percent, other issues.

VTC instructors generally view their positions favourably in comparison to the alternative
empioyment opportunities . available io. individuals  of similar qualifications and
experience. This is attributed to stability of empioyment, conditions of service, work
environment, and work load. Consequently, staff tumover is low to nil in most centres.
Those centres located in regions distant from Amman experience higher staff attrition
through requests for transfer to positions in the central region.
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Staff Support

Administrative and support staff were not interviewed by the study team, but it was
apparent from requests for information, that in all the sample centres, recording and
administrative system functions operate efficiently within the current organisational
structure.

4.3.3.3 Training Centres Staff Profile: Key Performance Indicators

Comments: | _

Training centre leadership is sound with good potential for further development.
Principals have limited opportunity to influence training programmes reform or
renewal.

Administrative burden limits principals’ potential to interact with the client community.
Instructional staff profile is weak in terms of both academic credentials and prior work
experience.

Some progress has been made during the review period in upgrading
pedagogical/androgogical abilities.

Significant expenditures have been made on externally funded professional
development and technical assistance. Training programme impact is as yet, limited.
Maintenance of technical currency and competence of instructional staff is limited -
outside externally-funded technical assistance.

Only a limited number of instructional staff have participated directly in the upgraded
process for curriculum development.

Quality of programme delivery and performance expectations of students is variable
with some unacceptably low, and others excellent. , -
Administrative and support staff have an appropriate skill profile and provide a sound

quality of support to training activities.
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4.3.4 _ Student Recruitment, Enroliment, Performance, and Perceptions

During the course of the study, student related issues were explored from a statistical
perspective and through interviews with principals, staff, and representative groups of
students themselves. The following section of the report provides a synthesis of data,
information and opinion on student-related issues.

4.3.4.1 Current Status

Students enrolied in the Applied Secondary Vocational system originate from three

sources: ‘

* secondary school graduates seeking to develop skills leading to employment

* students leaving the 10th grade who have selected VTC programmes by choice

* students ieaving the 10th grade who have been channelled into VTC programmes by
the Ministry of Education.

Statistics on the percentage of students entering through the various streams were not

available to the study team. From discussion and observation at the sample centres. it

is apparent that in male training centres, a high percentage of the enroliment is

channelled by MOE, while in female centres the majority of students enrol as a matter of

personal choice.

Enroliment statistics in the respective occupational categories during the past five years
is shown in Table 10 below. /




Tabie 10

First and Second Year Enroliment of Applied Secondary
Students in the Respective Occupational Groups

| Occupational Group 1892 | 1293 | 1994 | 1995 | 1996
+Electric 1158 11,055 |1,108 |1,259 (1,268
Vehicle Maintenance 1,428 1,341 1,504 1,611 (1,804
Electronics 166 178 202 214 278
Metal-Fabrication 1,005 992 980 |1.097 [1.354
Air Conditioning/Plumbing | 861 897 738 838 984 |
Printing 160 98 | 111 136 | 155
% {Hospitality . 315 207 211 302 | 455
Construction 30 | 22 S - 18 5 |
Carpentry 758 | 750 746 | 858 | 816 |
Otner 180 | 201 513 | 264 | 379 |

The entrance preraquisite for medium term training is grade seven. There is no
academic requirement for those entering short term programmes.

0

4.3.4.2 Perspectives and Performance

It is clear that the process of selection, coupled with programme structure anc
perceptions surrounding social standing of the occupational categories for which VTC
trains, that the majority of trainees are amongst the least academically accomplished
and are drawn from the lower end of the socio-sconomic spectrum. While this reality
needs to be considered in the design of the instructional programme, it should not oe
allowed to limit the potential level of achievement in skills acquisition.

Following enroliment in a VTC training centre, appiied vocational secondary students
undertake a three month rotational programme which provides a broad exposure o a
number of occupational categories. At the end of this period, each student ranks
specialisations of choice. VTC then piaces the students in the respective programmes
taking account of the student's preference and academic performance. While no
statistical data is available on the number of students placed in the programme of first
choice, interviews with staff and students suggest that the majority of trainees pursue
training in their preferred specialisation.

On completion of the three month orientation, trainees continue in the regular
apprenticeship programme of combined institutional and on-the-job training. The primary-
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indicator of the quality of student experience and the value placed on the fraining
received is the rate of attrition and completion versus levels of initial enroliment.

During the five year review period, student numbers were traced thr_ough the sample
centres, enabling attrition and completion rates to be caiculated for trainees enroliing in
1992 and 1993. These students comprise the graduating class for the years 1995 and
1996. Results of this analysis are shown in Table 11.
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Table 11
Percentage Attrition and Completion Rates
for Students Enrolled in 1992 and 1993 in Study Focus Training Centres

Year 1to Year 2 >E:_o: |

Students Enrolied in 1992

Year 2 to Year 3 Attrition 20.0 24.0 32.0 . 443 28.3 326 16.7 412
Year 3 Graduate Attrition 7.0 267 253 | 442 17.2 0 40.0
Accumulated Attrition 30.6 50.2 63.2 69.9 66.7 455 57.5 77.8
Completion Rate : . - 54, 222

‘Students Enrolle et 110 Yoar 2 Atition | 37.4 | 208 | 280 258 28.4 25.4 274 | 405 | 22.7
<mm.ﬂ 2 to Year 3 Aftrition | (10.8) { 18.9 22 17.0 19.8 6.0 22.2 0 52.9
Year 3 Graduate Attrition | 15.9 | - T 340 145 31.0 128 | 257) | 455 | (37.5)
Accumulated Attrition 416 35.8 536 52.6 60.4 38.8 29.0 67.6 50.0
Completion Rate 58.4 | 64.2 46.4 474 39.6 61.2 710 | 324 | 500

* At Marka VTC, students graduate after completing two years.
(-) indicates instances of growth in trainee numbers attributable to previous drop outs enrolling in the final year in order to compl
* the apprenticeship.
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The following observations are made regarding the above table:

« While attrition rates vary in different jurisdictions, a loss of 25 to 30 percent of
trainees from enroliment to graduation is considered typical and acceptable for
apprenticeship programmes. Drop out rates exceeding 40 percent are
tnacceptabie.

» VIC indicates that the actual number of students who begin the first year of the
apprenticeship programme is lower than the enroliment statistics because of “no
shows” or students making other career choices.

¢ A possible relationship exists between the high attrition rate and the process of
allocating students to VTC by MOE which results in a high proportion of less
motivated students pursuing apprenticeship programmes.

e Differences in attrition between urban and rural centres are striking.  The most
probable cause is lack of on-the-job training locations or employment opportunities in
the occupation for which training is offered.

« Lower attrition at the female training centre most likely correlates with the higher
academic standard of those trainees.

» Some of those interviewed attributed high attrition rates to poor on-the-job training
experience or to the cost of travel io & work site wher nc remuneration is receivec

» Several students and staff pointed to the fact that some trainees find employment
part way through the programme, foliowing which employment income becomes
more important than continuing training.

e The burrent unacceptably high level of attrition is reflected in the traning costs as
discussed in Section 4.6. It is evident that VTC should better understand the causes
and initiate remedial action.

Issues of course duration, course conient, on-the-job training, staff, faciities. anc
“equipment were explored with groups of students from different specialisations. While
the student sample was too small to have siatistical significance, a number of commaon
themes emerged which comrelate and validate other findings of the study. These themes
are summarised as follows.



On course durayon. swuasnt opmicn sarled pradictacly. As exampies, students enrolled
N Aaulc Mmechanics with & nigh level of skili complexity and technical content said that the
programme  is tco snort. Siuden’:s anrciled in carpentry felt that the course duration was
appropriate, while those in prcgrammes such as house wiring, with a low technical
content, believed that the programme was too long. This supports the previously
identified need to re-visit programme siructures and content from perspectives of
relevance and efficiency.

‘On course content, student opinion followed similar -patterns.  Students enrolled in
courses where technology is rapidly changing, such as air-conditioning, believe that the
programme content is shallow, cutdated, and not consistent with their experiences in the
workplace.  Students enrolled in hospitality industry training, printing trades, and clerical
trades, expressed satisfaction with the programme content.

Opinicn on the quality of cn-the-jcb training experiences varied the most widely.
Students placed in large industries such as oil refining, the hospitality sector, the
minerals and mining sector, or with the armed forces. enjoyed well-structured and
productive leaming experisnces. Students placed wilh manufacturing industnes were
typically given low levei repetitivé work. Studants trained in smail enterprises generally
were engaged in a diversity of tasks, but experiencad no progressive learning. Some
metal working students at cne cantre had not been provided with on-the-job training
experience at all and had teen toid to stay at home.

Student opinion of staff was quite positive. ~ Siudents found staff to be supportive.
helpful, and good teachers. Some students, however, encountered technologies in the
"workplace with which teaching staff wera unfamiiiar. and rec ognised the urgent need io
technical upgrading of instructers.

In terms of facilities and equipment, opinicn varied as & factor of on-the-job expenence.
Some found that they were working witn significantly more advanced equipment than
that found in training cenwes; others feit the egquipment was satisfactory. The most
frequent comment was that there was insufficient equipment and too few work stations to
permit an adequate amount of practice for eacn student

Although student recruifment practices suggest tr‘at siugents would be of low quality. the
study team was continually impressed with the level of maturity, intelligence,
understanding anc snergy of those students interviewed. This leaves the impression
that the attainment of significantly higner leaming ieveis within the VTC programme IS an
achievabie goal.




4.3.4.3 Student Re’cruitmenf, Enroliment, Performance and Perceptions:
Key Performance Indicators

Comments:

» Training centre recruitment efforts are well founded and should be supported and
extended.

» The practice of MOE placement of students in VTC centres is seen to result in the
enroliment of a number of unwilling trainees, thereby contributing to high attrition
rates.

e The overall quality and orientation of the student body is consistent with the training ;
offered. |

« Trainee attrition rates are unacceptable and unsustainable.
+ Trainee assessment of leaming achieved within the training centre is generali
positive, with a widely recognised need for staff and programme ucgrading.

» Trainee assessment of learning achieved as a result of work experience is highly
variable. Recognising the centrality of work experience in an apprenticeship
programme, this issue needs to be addressed. |

4.3.5 VTC Graduates

‘This section of the report discusses the experience and perceptions of VTC Graduates
foliowing completion of their apprentice training. ’

4351 - Current Status -

Following completion of the two year programme of joint institutional/on-the-job training.
rainses continue to be registered with VTC as apprentices and underiake a further year
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of work experience. At the end of this year the trainee takes a final trade test and theory
examination following which he or she is certified as a skilled worker.

During the course of the study, 54 graduates were interviewed representing 12
specialisations as shown in the following table.

Table 12
Specializations of VTC Graduates
Surveyed by the Study Team

(@)> Male Graduates

Industrial machine maintenance/general mechanics:
Welding and metal work -construction:

Light vehicle mechanic

Metal profile fabricator

Industrial machine maintenance electrician

Air Conditioning

Food production

Carpentry and cabinet making -

OO ~NWRNOW®

(b) Female Graduates

Office equipment maintenance
Dress-making/sewing
Secretarial/clerical

Hairdressing and beauty culture

- w W

The above sample was drawn from graduates who completed their programme between
1988 and 1996, with the majority being from more recent years.

Issues explored with graduates included- their experiences in obtaining employment,
relationship between training and employment, and salary levels, as well as their
perceptions of the quality and relevance of the training received.

As noted elsewhere in the study, VTC does not undertake regular tracer studies and as
a consequence, statistically reliable data is not available. Similarly, this sample, drawn
from graduates of 4 centres, is representative of those which the centre was aole to
quickly identify and who were available for interview. Findings should therefore be
regarded as indicative only.




4.3.5.2 Findings and Commentary

The majority of graduates interviewed (85 percent) were found to be employed in the
specialisation for which they had trained. Several had either joined a family business or
had established their own business with the initial capital being provided by family

members. The majority of graduates worked for enterprises employing fewer than five
workers as shown in Table 13.

Table 13
Percentage of VTC Graduates Employed
by Size of Enterprise

51010 13%
10 to 50 2%
More than 50 15%

Fifty percent of graduates had found work with the assistance of VTC, 41 percent
through friends, and 9 percent through family.

B

Salaries earned by graduates as a percentage of the survey sample were found 10 be &s
shown in Table 14.

Table 14

Salary Range of VTC Graduate Sample

| —SalaryRange |~ Percentageof | =
(J.D. per Month) Graduate
Survey Sampie
Less than 100 8 %
100 t0 120 33 %
120 to 140 30 %
140 to 160 12 %
160 to 200 19 %
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Of the graduates survaysg, 81 parcant of maies and 92 percent of females expressed
the view that the training had peid off in terms of access to employment and
advancement oppcriunity.  Minsteen parcant of males believed that they could have
obtained simiiar positions without fraining of they were unable to find work which met
their expectations.

When questioned about the application of knowledge and skills acquired during training,
79 percent of respondents indicated they were using many of the skills learned while 21
percent felt they were using few of the skills. Graduates in air-conditioning and auto
mechanics particularly feit that the programme content was insufficient. Auto mechanics
indicated that, during their programme, they had learned nothing of automatic
transmission or electronic fuel injection or siectronic controt systems which are currently
at the heart of all venicles. Refrigeration graduatés, alsc Dbelieve that their institutional
learning was outdated.

Seventy-seven percent of maie graduates indicated that the training received was
adequate to perform successfully on the job, while 23 percent expressed a contrary
opinion. The most common rgsponse as to wny they were not able 1O perform
adequately was insufficient theoretical knowledge.

When comparing their abilities with co-workers who had not been through the VTC
apprenticeship programme, 75 percent of males and 43 percent of female graduates feit
they were better employees, while 25 percent and 57 percent respectively believed that
they were not as good. 3

When asked about the employment experiences of classmates and the numoers of
graduates being trained, all carpentry, general mechanics and heating and air-
conditioning graduates expressed the view that 100 many graduates were being trained.
One graduate mechanic indicated thai to his knowledge, only three of his graduating
class of 12 were working in their field of training. Others were working as bus conductors
or general labourers. Graduates of other speciaiisations also expressed the view that
the local market could not absorb ail the VTC output and that VTIC should seek out
employment opportunities for graduates in the wider Guif Region.

The final survey question focusseé on measures to improve the quality of training
programmes. All graduates placed upgrading the course content as a first priority and
upgrading of siaff as second. Graduates of carpentry and mechanic programmes
expressed a serious need for upgrading equipment.




Inconclusion, all graduates interviewed supported VTC as an essential provider of basic
skill to grade ten students who are not accepted into the comprehensive secondary
programme. '

4.3.6.3 Graduates: Key Performance Indicators

Comments:
 Graduates interviewed percsive positive linkages between fraining and employment.

» Graduates believe that the training they received provides a foundation for further
advancement.

» Graduates recognise that the VTC programmes are out dated and, while generally
relevant to their employment, are in urgent need of upgrading.

» Graduates express similar views on programme guality and indicate a need for a
significantly higher levels of technical content. ,

e Graduates beiisve thai \'TC is training oo many students in the existing
specialisations andc is therefore noi efficient.

Findings reinforce the need for regular and rigorous tracer studies.

-4.3.6 Facilities and Equipment—— -

The complement of workshops, equipment enc todiz it & training institution provide the
environment in which skill competencies can be progressively built. This section of the
report outiines the ﬁndings of the stugdy team in terme o progress made since the 1992
review in addressing issues of equipment upgraging, souipment maintenance, and
workshop safety.



4.3.6.1 Current Status

In the design of training workshops, VTC has used International Labour Organisation
(ILO) standards for floor area and other characteristics. Each workshop typically
comprises an area for practical instruction and skill development, an area for theoretical
instruction, a tool and equipment store, and an instructor’s office.

Workshop equipment is prescribed, tendered, and purchased by VTC Headquarters and
commissioned as part of the construction phase. Following mobilisation, equipment
operation and maintenance become the responsibility of the workshop instructor.‘
Reququg;tvs for new or upgraded equipment are processed through the Training Centre
Princib‘éf"l as part of the annual budgetary cycle.

Safety surveys are undertaken periodicat‘ly by Occupaticnal Safety and Health Institute
(OSHI) staff. Recommendations are left with the principal for action.

4.3.6.2 Findings and Commentary

Workshop visits were made at each of the sample centres. The following findings are
drawn from a survey of 27 workshops and are intended to convey a broad view of the
current status. '

Workshop dimensions and physical layout are, in most cases, adequate for the
number of trainees in each training group.

e Machinery complement is frequently unbalanced. For example, one woodworking
shop has. industrial capacity bandsaws while work bench vices are of domestic “do it

~ yourself' quality. This situation was observed in numerous workshops and 1s
sometimes attributable to equipment being provided from different donor sources.

« Most shops are equipped with machine toois at the most basic level. This IS
adequate for basic training but limits the capacity of the centres 1o engage in more
advanced in—sérvice training for industry clients in areas such as industrial
refrigeration, advanced auto mechan‘ics, hydrautic and pneumatic system
maintenance: all of which have been requested. ’

« The complement of hand tools in many shops is insufficient and often they are poorly
maintained. An example was one set of woodworking tools with cracked handles
and biades chipped to the point of serration. This is a clear refiection of lack of
commitment to high quality instruction and student performance.
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* The overall level of equipment provided for some programmes (e.g., domestic house
wiring) is such that it is impossible to provide a meaningful level of skill development.
This issue is also linked to the question of programme structure where it is the

. Opinion of the study team that narrow specialisations should be integrated into a
more broadly based programme.

e Several centres have outdated equipment (e.g., Freon-based air conditioning and
refngeratuon equlpment) and are thus training students in obsolete technology.

e Most equipment is operational, but access to spare parts continues to be a problem.
This is particularly so with some donor-provided equipment. A notable example is
one automotive workshop where all of the ltalian-supplied engine performance
analysis equipment had failed and the equipment manufacturer had subsequently
gone out of business. As a result, no spare parts were available.

All workshops observed by the study team were clean and provided environmentally
sound training spaces.

Safety standards for both machines and personal safety are, in many cases,
completely unacceptable in a training environment. Among the worst offenders are
carpentry workshops where virtually ail machine safety guards have been removed.
Students were observed using circular saws and other power tools in a manner
which suggested they had not been taught' the basic elements of safe operation.
With the exception of machine shop work and weiding, few students wear eye

protection or appropriate footwear. Follow-up processes to safety reviews are not
undertaken.
\

» While there are a number of identified deiiciencies in facilities and equipment, it must

_be reiterated that equipment-is-only-a -vehicle for the achievement of learmning
objectives. Consequently, investments in equipment should follow a programme
review and the associated development of competency-based curricula which will, of
itself, prescribe the equipment needs for each iearning activity.
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4.3.8.3 Facilities and Equipmeni: Key Performance indicators

Comments:

Safety practices are weak in all areas and require urgent attention in woodworking

The general complement of machine tools is compatible with instructional objectives
of the existing programme.

Workshops are insufficiently equipped with hand and power tools.

Demonstration modeis and workshop equipment are becoming progressively
outdated in technology and require upgrading.

4

Equipment maintenance is variable but parti'cularly poor in hand tools.

workshops. , J

4.3.7 Labour Market Linkages

As the designated national training provider for entry level skilled workers, VTC 18
required to maintain close linkages with the labour market to:

ensure consistency of programming with naticnal social and economic objectives
ensure that programming is, to the extent possible, demand-driven

maintain currency with technological and industrial developments

seek participation and input into programme revision and update

facilitate trainee and graduate placement.

This section of the report reviews the structures and mechanisms which VTC has
established to build labour market linkages, and provides commentary on the findings.

60




4.3.7.1 Current Status

Labour market linkages are found in all aspects of VTC activities and may be

summarised as follows: _

* Industry is represented at a senior level on the VTC Board of Directors, to provide a
channel for information regardihg changes in industrial policy.

e The Director General assumes responsibility to seek out strategic alliances with new
industrial partners. '

+ Various Headquarters units and Institutes maintain an outward focus or have specific
responsibility for industry-linked activity; These 'include units of the Planning
Directorate, the Occupational Safety and Health Institute, the Training and
Development institute, the Training and Testing Institute, and the Extension Division.

« Regional Training Directors are responsible for the maintenance of contact with key
industrial sectors and employers within their respective regions.

« Individual training centres are expected to maintain advisory committees.

« Training centre principals are expected to develop linkages with the industnai
community in their respective catchment areas.

 Training coordinators and instructors are required tc identify trainee placements for
on-the-job training and to work with employers to ensure that progressive iearming
occurs during these placements.
N
The following section reviews the findings of the study ieam related 1c the efficiency of
the above mechanisms in achieving labour market linkage objectives,

4.3.7.2 Labour Market Linkages--Findings and Commentary

R

All vocational education and training systems woridwice recognise that effestive school-
to-work transition systems are dependent upon the guaiity of the relationship between
the training provider and the employment market place.

It is also recognised that building this relationship is one of the most challenging,
frustrating. and demanding tasks facing the fraining provider. The following factors
contribute to the chalienges:



[ ]

While it is possible to sst ohjertivas, itis difficult o institutionalise an approach as the
external environment is ahways fluid.

The initiative must almost always te taken by the training institution. Only the largest,
most progressive comganies develop specific workforce development pians and
actively seek the assistanca of training providers in the implementation of those
plans.

Most companies are so focussad on production and profit, or survival, that they are
rarely willing to provide experienced, high leval personnel to participate in training
programme review or development. '

The issue tends o take a lower priority to the practice or administration of the training
itself, but in fact requires continuous focus to achieve high quality training for the
trainee and high employment rates for gracuates.

When input is orovided from the productive sector into manpower demand
forecasting, technology development, definitions of workforce structure, employee
competencies or programme'deveiopment, it tends to be very company-specific,
leaving the institution with the challenge of synthesising all inputs into a progressive
and balancad programme.

Within this context. VTC has developed a credible structure which, by virtue of the-
environment rather than want of effort, is making excellent progress in some areas, and
less in others. The following observations are made:

At the senior executive levsl, new relationships are being forged with muiti-national
enterprises in the textile and apparal seciers. Relationships are also being explored
with the chemical and pharmacautical sectors as well as in the consumer goods
assembly sector.

 Headquarters units such as OSHI and 7Dt are showing continued growth of external
revenues through the sale of services to the crecuctive sector.

e An increasing level of external input is Deing introduced into VTC programming
through the revised curriculum dsvelopment process.

« Tracer studies which provide impertant labour market information are not undertaken
with sufficient frequency or scope. This function in VTC is under-resourced.
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Sectoral and regionial labour market demand studies have been initiated from time to
time. These studies have provided general demand indicators but the output has not
provided valid statistical, occupational, or competency demand data upon which to
make programme investment decisions.

Regional Training Directors maintain contact with larger industrial employers within
their regions and provide support to individual training centre principals in promoting
relationships with individual employers.

Advisory Committees are nominally in place in all sample centres. Some had not
met for several years: some met annually, but all agreed that their activities were
symbolic as opposed to substantive.

Several of the principals interviewed demonstrated a strong entrepreneurial stance in
promoting their centres to potential business clients, the community, and productive
sector partners. Resulis were found in new programme initiatives in the food
production sectors and increased activity in the hospitality sector.

With ‘a few notable exceptions, ahigh level of success is being achieved by the staff
of individual centres in finding work placements for trainees.

Reverting to the opening remarks of fhis section, the maintenance of productive sector
linkages is a challenging task. VTC is conscioug of its lmpor‘(anﬂe and is active at many
levels in building these linkages. The outcome which remains to be achieved s the
continuous collection, analysis, and evaluation of intelligence obtained from these
linkages so that information can be transiated into continuous programme revision and
development. \
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4.3.7.3 industry Linkages: Xay Performancsa indicaiors
4 g Y

Comments:

» \/TC recognises the central importance of industry linkages and works diligently to
build them at all levels of the organisation.

o Increased reguiarity and scope of tracer studies would enhance graduate/lapour
market understanding.

« The work of the Institutes strengthens credibility and interaction with industry at levels
not reached through training centre programmes.

« The current focus of industry linkage is, rightfully, trainee and graduate employment.
Additional efforts should be made to use this network to influence the continuous
renewal and updating of programmes.

4.3.8 Indusiriai Extension Services

Although not an activity of the VTC training centres, industrial Extension Services are
primarily training oriented, and therefore ars included in this section of the report.

Since the early 1980's, VTC Training Officers working to place and supervise trainees in
small enterprises, identified a need to strengthen the viability of these enterprises by
providing access tc expertise in management, costing and cost control, production
layout, and materials management.

This section of the report outlines the establishment of an industrial extension capability
in VTC and its performance during the past five years.

64




4.3.81 History and Current Status

Following a 1989 review of potential funding sources to support the establishment of an
Industrial Extension Service, a concept paper was agreed to in principle with the United
Nations Development Programme (UNDP). Further progress was delayed because of
the Gulf confiict, but in 1992 g project agreement was signed by UNDP with the
International Labour Organisation (ILO) as the executing agency and VTC as the
implementing agency. The development objective of the project was to “increase
productivity and profitability in small/medium scale enterprises in both the urban and the
rural sector. The project will contribute to the Govemment's policies for promotion of
small/medium scale eénterprises, and for regional spread of economic activity.”

Project activities included:

establishment of the Industrig Extension Services unit in VTC with a mandate to act
as Project Implementation Unit

appointment of eight staff, six of whom were engineers, as core staff of the unit

completion of a survey of Small and Medium Sized Enterprises (SMEs) to classify
problems and measure receptivity to training

intensive training of project staff and the o’esi'grﬁ of training programmes

delivery of management services either as consultancy or as training in the following
areas: general management; materials management; accounting, marketing: cost
analysis; purchasing; cash fiow management.

~

-~ The-initial-project has been completed and a partite review conducied. Based on a
positive evaluation, a second phase has been proposed which would see the services
expanded through the establishment of & "Smali Business Development Institute” which
would increase staffing levels to between 20 ang 2% ard add new services in business
information and entrepreneurial dervelopment_ During the course of the project the new
Institute proposes to recover 25 percent of its costs through client fees.

4.3.8.2 Findings and Commentary

During the project periag. consuttancy  or training  services were provided to
approximately  1.00C SMEs, principally in the garment ang textile, wood industries, meial
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industries, and plastic industries. Based on an evaluation of 153 enterprises undertaken '
by the consuiting company, MCG International, it is clear that the Industrial Extension
Services (IES) unit is providing a unique and valuable service. This is validated by the
fact that 91.3 percent of the MCG survey sample rated the extension service as a
positive factor in contributing to performance improvement, and the fact that 29 percent
used the services of IES more than once, 19 percent more than twice, and 18 percent
more than three times. |

In addition to the performance evaluation of IES services, other characteristics of
Jordanian SMEs have been identified that can assist in shaping VTC’s training

programmes for the future.

4.3.8.3 *  Industrial Extension Services: Key Performance Indicators

Comments:

« |ES illustrates the benefits of clarity-of purpose and autonomous responsibility/
accountability in execution. ’

e Professional level services and programmes were developed and validated in
advance of service delivery. " - :

Service is client oriented and demand-driven.

Quality of service is attested to by levels of repeat business.

4.4 VTC institutes

The previous sections of the report have examined the work of VTC in training new
entrants for the labour force. While this is the core activity in its mandate, VTC also
operates three Institutes focussed on different aspects of human resource development
activity. A fourth Institute is now being established. The following paragraphs.review the
mandate, activity profile, and performance of the Training and Development institute,
Testing and Training Institute and the Occupational Safety and Health Institute.
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4.4.1 Training and Development Institute (TDI)

4.4.1.1 Historical Development and Current Status

Historically, in 1982, TDI was established as a Training Centre to be later developed into
an internal professional development unit in both pedagogical/androgogical training for
VIC staff, as well as to provide specialised skills development for instructors, and the
production of leaming resource materials. The mandate also extended to providing
training to TVET institutions in the wider Arab World and the productive sector.

Following the commissioning of the Test and Training - Institute (TTI) in 1995, the TDI

mandate was revised to focus primarily on androgogical training for VIC and -

management and supervisory training for the productive sector. Responsibility for
specialised skills upgrading was transferred to TTl. This transfer is reflected in the
training activity profile shown in Annex 15.

TDI describes its current objectives as follows:

“The TDI aims to train instructors and supervisors to meet the growing needs in these
fields locally, regionally and throughout the Arab World through:

A Providing training programmes-in the following areas: |

Instructional techniques and pedagogical aspects for instructors and other members
of training staff. :

Management and supervision for supervisors in  business and industrial
establishments.

» Vocational and technical training management for training officers, training centres
principals and others responsible for training management.

Specialized courses for staff and career development of emplovees.

- B Production of learning materials and A/V aids.

Current course offerings by TDI include:

Management of Vocational training

Role of the VTC Instructor

Teaching and training Techniques

» Course Preparation

Vocational Guidance and Counselling

Effective Communication Skills in Vocational Guidance and Counseliing
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» Production Planning and Contre
» Library Management.

TDI staif currently comprise sight technical staff, seven of whom have engineering or
science degrees, and ona diploma holder. Technical staff are supported by nine
administrative staff inclucing the Dirsctor.

Facxlmec inciude a library, computer lab. learning resource centre and lecture rooms.
4.4.1.2 Findings and Commentary

TDi fulfills ap important role both within VTC and 2xternally. During the past five years
TDI has dalivered professional upgrading in subjects relatng © teaching methodology to
a total number of 1,202 ¥TC course participants with each course averagmg 30 hours in
duration. Prior to the change of mandate. TDI simiiariy deiivered skill upgrading to 635
VTC course participants. This reprasents a significant capacity puilding investment. TDI
training has also been deiiverad to private companies, staff of Jordanian ministries, and
other agencies from Sudan, Yaman, Cman, Eanrain, Morocce, Lyoia and Palestinian
National Authority. '

In the longer term, the capability which is being builtin TDI should be regarded as a
national resource to support professional deveiopment for ail those angaged in labour
force development or aduit training. In particular, links ic the Community College system
and its re-development can penefit from TDI programmes.

Costs and revenues for TD1 for the 1392 to 1956 period are as shownin Tapie 15
below.

Tabie 15
Costs and Revenues for Training and Development institute 1992-1996
{Jordanian Dinars)

Salaries 54729 | 42,54 | 45195 | 48,231 49.475
Current and Capital 56564 | 25389 | 17.077 | 19187 | 21551
Total Cost 54203 | 68204 | 73172 | 67,418 | 71,026
Total Revenue 8,531 12,739 11.116 41,106 52,099
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The above figures indicate that TDI is currently covering 73 percent of costs with
extenal revenues.  This represents a very positive orientation for the l'nstitute,
recognising that while the internal VTC constituency should always take priority in its
programming, it is, nevertheless, a small constituency and the costs of running the
institute cannot be sustained on intemal training alone.

The final component of TDI's mandate - the production of leaming materials and A/V
aids warrants some discussion.

Lead responsibility for programme and curriculum development in VTC is assigned to
the Programme and Curriculum Division of the Programme and Testing Directorate
reporting to the ADG of Technical Affairs. TDI lies within a different reporting relationship
through the ADG for Institutes. Clearly, the development of curriculum and the
production of leamning materials needs to be integrated.

During the past year, two curriculum _related initiatives have been in progress. Firstly.
the preparation of new training units by the curricuium division and secondly a capacity
building. exercise in curriculum development methodology supported by the EDTS
Project with TDI as the lead unitin the VTC organisation. While there has been cross
representation at the organisational level, continuing efforts will be needed to maintain a
‘best product” focus and to ensure coordination of process and the selection of priority
programme/curriculum/leamning resource materiais. '
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4.4.1.3 Training and Deveiopment Institute: Key Performance Indicators

Comments:

« TDI represents a valuable capability which warrants continued development and
support for its entrepreneurial stance.

o TDI capacity in curriculum development is being further strengthened through the
- EDTS Project.

e The present programme profile is sound and serves 5Cth internal and external
clients. '

o Coordination mechanisms with the Curriculum and Programme Division of the
-Programme and Testing Directorate should be strengthened.

4.4.2 Testing and Training Institute
4.4.2.1 Histdry and Current Status

The establishment of the Testing and Training Institute (TTI) in 1994 was based on an
extension of VTC’s role in occupational classification and the preparation of a draft law
relating to the organisation of labour under which all workers would require to be tested
and certified. A second premise in the funding proposal was that TTI would provide
specialised training for fields in which training capacity was unavailable elsewhere in
Jordan, and finally, that it would undertake skills upgrading for VTC instructors in new or
advanced vocational fields.

TT! articulate their objectives relating to the vocational testing component of their
mandate as follows:

« participation in the preparation and development of vocational tasks for different
ievels within the respective occupational groups;

« evaluation and validating tasks before official a_ccreditation;
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¢ encouraging workers to sit for vocational testing and certification through awareness
and guidance programmes;

_* implementation of the testing and certification programme for workers at the
technical, vocational, skilied, and semi-skilled levels;

conducting tests;

documentation and certification of certificates.

During the past year, seven workers were tested in four occupational groups.

Training was conducted for 238 first year and 104 second year trainees in VTC's
traditional apprenticeship programmes during the past year. Tests were administered to
138 medium term trainees in bread making, tailoring and ieather work programmes
Training was undertaken for 228 \VTC staff in 12 subject areas as shown in Annex 16.

TT! staff is currently comprised of 29 instructional staff and 12 administrative/support
staff including the Director. Seven of the instructional staff hold degrees, 12 hold
community coliege diplomas and the remainder secondary school certificates or less.

Facilities include workshops and equipment for training in tool and die production, auto
mechanics, auto electrical, auto body, industrial sewing, leather work, electrical, metal
fabrication, radio and TV repair, hospitality services and carpentry.

44.2.2 Findings and Commentary

TTl is a relatively new institute and, in consequence, is still attempting to ¢reate an

~identity for itself and to integrate with other VTC functions. The -following-commentary-is---- ———

provided on the three aspects of the TT| mandate.

In the event that the certification of labour law comes intc effect, there will be a significant
increase in activity at TTI. (Discussion is provided elsewhere in the report on the
implications of this proposed law). At the present time, however, testing demands
virtually none of TTI's capacity. The current practice is that all tests are developed within
a separate directorate with no involvement of TTi staff. The EDTS Project has provided
assistance to VTC in the preparation of standard tests, but TT| has not been a
participant in this activity. Nevertheless, during 1996, TT! delivered four courses of 30
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hours duration to 52 VTC instructors in the Design and Implementation of QOccupational
Tests.

During the visit of the study team, TT! staff demonstrated an apparent lack of knowledge
_of the present status of which. tests were available or in which occupational categories.
This situation is inconsistent with the purpose for which TTI was originally established or
the role they claim in this mandate.

TTI has adopted a traditional training centre model wuth the entire student body enrolied
in programmes offered elsewhere in the VTC system. The training capacity of TTlis also
under-utilised.

%""'TTI’s mandate to provide VTC instructor skills upgrading has resulted in the
development of 12 instructor training programmes. During 1996, 22 courses weré
delivered. The content of these courses has not been evaluated by the study team.
There is little indication, however, that TTl is leading a strategicaily focussed assessment
of priority professional development needs of VTC instructional staff and coordinating
this strategy with the introduction of new training centres.

Costs and revenues for the two years in which TTl has been in operation are provided in
Table 16.

Tabie 16
Costs and Revenues for the
Testing and Training Institute, 1995 and 1996

52970 115013

Salaries.

Current and Capital 142,726 157,494
Total Costs 1195696 | 272,507
Revenue 6,666 53,984

Revenue growth in the second year of operation is attribuiable, approximately equally, to
training fees and training products.
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4.4.3 Testing and Training Institute: Key Performance

Comments:

* TT! objectives are not consistent with VTC practice. TTI currently has no assigned
role in the development of OcCcupational tests.

* TTltraining profile shown is not differentiated from that of other vocational training
centres. ‘ . ‘

* Skill upgrading for VTC instructors requires additional focus through the formulation
of a clearly defined strategy.

4.4.4 Occupational Safety and Health Institute (OSHI)

4.4.4.1 Historical Development and Current Status

The Occupational Safety and Health Institute (OSHI) is the oldest of VTC's institutes.
having been established in 1983. While having no legislated mandate, OSHI's work is
guided by the following objectives:

» the provision of advice to govermnment and official organisations:
* the encouragement of research in health, safety and accident prevention:

* the provision of training services; L S e e

* conducting field studies in health and safety:

e the provision of consulting services for govemment and industry;

* participating in the developmen.t of safety standards and regulations;

> premoting health and safety awareness:

* promoting instruction in Occupational safety through the educational system.

Within these objectives. OSH| has consolidated its activities under the functions of
training services, consulting services, and research and field studies.
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OSHI staff currently includes 18 technical and 12 administrative support staff. The
academic credentials of technical staff include one PhD, two Masters and 11 Bachelors
degrees, four community college dipiomas, five secondary school diplomas, and four
basic education graduates. Practical experience of technical staff ranges between four
and 25 years. |

In 1989, the Overseas Development Agency of the United Kingdom provided assistance
for the construction of new facilities including classrooms, a lecture theatre, library , and
 staff offices. OSHI also maintains a workshop for the development and demonstration of
industrial safety devices. |

Training courses have been developed in fields indicated in Table 17 below.

Table 17
OSHI Training Courses

General Safety Accident Prevention

Role of the Safety Director Dust Control and Monitoring
Electrical Hazards ' Personal Protection
Chemical Hazards - Occupational iinesses
Construction Hazards Noise, Heat, and Radiation
Biological Hazards Hazardous Matenals

First Aid _ Ventilation

Fire Fighting : Welding Safety

These courses have been developed and delivered primarily for industrial clients.

4.4.4.2 Findings and Commentary

OSHI was established to serve the occupational health and safety needs of VTC and
those of external national interests. Extemal interests are being served through the
following activities:

o Implementation of health and safety studies for resource or manufacturing
companies. These studies, typically invoiving three to four weeks of effort, involve an
initial survey of facilities followed by detailed analysis of operating procedures. Four
to five studies are undertaken annually. Each project results in a status report
together with recommendations for procedural change, practice change, or
investment. ' '
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. Training for individual clients in all aspects of health and safety. In 1996, 627
trainees attended 36 training courses and 2,028 individuals participated in seminars
and meetings held by OSHI.

OSHiI periodically sponsors national health and safety conferences. The last of these
was a safety supervisors’ training programme conducted in March 1996 at the Sahab
Industrial Estate in co-operation with the Canadian International Development
Agency, and Lakeland College.

OSH! staff currently serve on a variety of national committees and task forces that
work to develop health and safety codes, regulations and standards in various
sectors. '

Maintenance of an information Resource Centre.

OSHI technical staff periodically undertake safety surveys of workshop facilities, .
equipment, and working practices in VTC training centres. A comprehensive survey was
undertaken in 1989 but little action resulted. A follow-up was undertaken in 1994. The
OSHI director has sought a stronger mandate from the Director General to address
safety practices in the centres which should serve as models of excellence for industry,
while also promoting a high level of safety and health awareness among trainees.

There is a clear need for a national agency with a strong mandate to promote workplace
safety and health and to enforce regulations. The proposed law to certify workplaces will

provide an opportunity to improve the regulation of safety and health conditions in the. -+

workplace. The following table illustrates the increasing human and financial costs of
workplace accidents in the Kingdom. '

Table 18
Financial Losses, Repetition and injury Rate

-~~~ ofOccupational Accidents; 1991-19¢5

95

injuries 8,183 7,864 12,269 13,862 14,665

No. of workers 226,19? 600,000 656,000 750,000

Financial Losses (J.D) 8,183,000 | 7,864,000 | 12,269,000 13,862 | 14,665,000

No. Absence Days 54417 52,295 | 81588 92.182 97,522
Repeated injury Rate 6.17 3.14 6.28 B.15
Injury Rate 41 21 41 54

Source: Ministry of Labour
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The above data shows a disturbing trend in the number of accidents and their cost.
Some of this increase may resuit from the larger proportion of workers employed in
industries. Nevertheless, this trend is unacceptable both in terms of the loss of human
resources and the financial costs of these injuries. Some improvements will result from
promotion of heaith and safety in the workplace and the implementation of a concerted
training effort.  This will, however, need to be reinforced by strong regulations related to
workplace safety and health, and strict monitoring and compliance enforcement by a
national agency. This role is not one that is appropriate to a training agency.

Costs and revenues for OSHI for the 1992 to 1996 period'are as shown below.

Table 19
Costs and Revenues for the
Occupational Safety and Health Institute, 1992-1996

_____________ 998 |
Salaries 65,854 5,687 83,884 | 87,446 93,846
Current and Capital 69,645 71,113 72,640 71,720 81 ,69(?
Total Cost 135,499 136,800 156,524 59,166 175,536—_
Total Revenue 9,737 ‘ 11,869 34,702 14,894 24,094
Percent Cost Recovery 7.2 8.7 22.2 9.3 13.7

In conclusion, it is apparent that;

will grow with increased industrialisation.

occupational health and safety is currently an important nationa

| issue and one that

OSHI has built a strong capability and is meeting the external need for assistance,

research, training, and regulatory framework development within the limits of its

current resources.

Internal services to VTC are visibly i
the VTC training centres.

OSHI's ability to meet a wider national need is constrained by its
relationship and budgetary restrictions.

Levels of cost recovery are variable and modest at best.

organisational

neffective as witnessed by safety practices within




Recogmsmg the external requnrement to focus and strengthen occupatnonal health and
safety as well as VTC's need to focus its attention and resources on renewal of tralnlng
programmes, it may be timely to consider the following:

A review of the national need for development of occupational health and safety
services--particularly in light of the proposed certification of workplaces law.

Undertaking an assessment of the required technical, regulatory, inspection, and
training resources necessary to meet the above need.

Undertaking a review of OSHI's mandate and capability in a national context.

Based on the mandate review, reassessing the appropriateness of OSH!'s
organisational home and relationship.

44.4.3 - Occupational Safety and Health Inetifuteﬁ Key Performance

Comments:m

. Mandate is sound in terms of training, but may warrant a review in the wider national
interest. :

» Facilities are excellent and constltute a valuable institutional-and- natlonal resource: -

o Staff profile is academically strong and gaming experience through the delivery of
external services. -

o External services are of high professional standard and vaiued by clients.

 Internal services to VTC are ineffective owing to lack of clarity in responsibility,
accountability, and allocation of resources to safety issues.
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45 VIC Direbtorates

Previous sections of the report have examined training activities and the work of the
three VTC Institutes. These activities are supported by three Headguarters Directorates
which address Buildings, Planning, and Programmes and Testing. The following section
outlines the work of these Directorates and provides related commentary.

4.5.1 Buildings Directorate
4.5.1.1 Role and Current Status

The role of the Buildings Directorate is to manage all aspects of the construction and
maintenance of VTC’s physical facilities. This includes land acquisition, coordination
with architects and engineers, preparation and administration of tenders, construction
supervision and acceptance procedures, and, following the commissioning of buildings,
all aspects of building maintenance.

The Directorate is staffed by a Director, six engineers, and five technical staff.
45.1.2 Findings and Commentary

During the past five years, the Building Directorate has been responsible for new
construction and training centre extensions having a capital vaiue of 11,559,943 J.D.
Not being central to the study objectives, detailed review of the Directorate was not
undertaken. Based on observations during field visits, however, physical facilities are
well designed, appropriate to local conditions and well-maintained.

4.5.2 Planning Directorate
4.5.2.1 Role and Current Status

Responsibilities of the Planning Directorate currently include:

e Planning

international Cooperation
Technical Studies

« Information/Computing
o Libraries.

4.5.2.2 Findings and Commentary

The VTC planning function assists in the formation of national human resources
development objectives for the Ministry of Planning’s five year planning process. The
Planning Directorate also perceives its role to include the translation of external
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‘"I'environmental analysis into VTC's programming ‘through needs assessments,
programme design, and coordinating the capacity of training centres, staff, facilties, and
equipment’ for programme delivery. The programme rigidities described in section 4.3.1
and the iow levels of facility utilisation discussed in section 4.6.6 indicate that this

_function is not effective. |

The Planning Directorate participates in the annual budgetary planning process through
coordination of budgetary requests submitted by each cost centre in the organisation.
This work adopts a process-driven approach as opposed to an objective-driven
approach. This process has resulted in uncoordinated development of the Corporation
and starving of training programme upgrading in favour of system expansion.

International cooperation activities are initially led by the Director General in cooperation
with the Ministry of Planning. Having reached executive level agreements to proceed,
administrative and process support is provided by Planning Directorate personnel. This
support also includes facilitating the work of international delegations and promoting the -
image and interests of VTC.

The technical studies unit is responsible for tracer studies to support manpower planning
and labour market demand analysis. Only one tracer study has been completed in the
past five years; another is nearing completion. This function is under-resourced In terms
of the potential impact on programming efficiency which could resuit from an improved
qualitative and quantitative understanding of graduate performance. '

As noted elsewhere in the study, labour marke;t information should be collected by a
national agency with a mandate to monitor the entire labour market. Training providers
could then use this data to create g sharper focus for programme planning in the sectors
for which they provide training. It is unrealistic to expect the technical studies division of
VTC to generate reliable primary level labour demand data.

The information "and"fCOmPUﬁﬂg -Division is- 'S'taffed’by'four’progfémm’efg'ma*hd’a*té*d to

develop information systems for VTC's management. The current approach is to write
in-house software for applications such as payroll and personnel managemént. This is
considered to be an inefficient approach as there is a variety of proprietary software
available for all financial, administrative, and information management functions which
could be purchased and readily adapted to VTC requirements.

VIC’s information systems are currently highly centralised and consolidated, siow to
access, and not configured in a manner which provides management with timely
analysis.  An urgent review of the information and computing function is recommended.
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This should be undertaken with the assistance of a local systems analyst consultant
working in concert with NCHRD to formulate a management information system strategy
for VTC. As noted earlier in the report, library resources within VTC are minimal or non-
existent. Library development should occur in parallel with programme development.
While a central coordination function is desirable, this should be oriented toward
facilitation rather than control. ' '

4.5.3 Programme and Testing Directorate

4.5.3.1 Role and Current Status

The Programme and Testing Directorate is responsible for the functions of occupational
classification, testing, programme and curriculum development, and registration resuits
and certification. '

The Directorate currently has 11 staff of whom eight function in professional roles and
three who provide support.

4.5.3.2 Findings and Commentary

In the early 1980's VTC was mandated to develop an occupational classification system
for the Kingdom. This mandate recognises the need for a taxonomy and matrix to
provide the basic framework for the collection, analysis, and dissemination of labour
market information to provide input into:

¢ manpower planning

« labour market analysis

e training policy development
e training programme design
e guidance and counselling

o testing and certification

« wage policy development.

During the past ten years the basic five scale occupational iadder has been designed for
ten 6ccupational categories and their specialisations. Two other categories are under
development. It was recognised that in order to become functional the occupational
classification framework would need to be incorporated into the labour law. In 1989, an
nitiative was taken a letter from the Prime Minister to six Ministers requesting legisiation
to govern the certification of the workforce and workplace. An initial draft law was sent to
parnament' in 1989. The draft was retumed to NCHRD in April 1994 for review and
updating. NCHRD subsequently established an interministerial agency committee which
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jdfaﬁed a fe&ised law.. This revised draft has beeni ré%ubmitted to parliame»ntvary process
but has yet to be legislated. ' - '

The study team believes that the issue of occupational classification has been
_overwhelmed within the proposed legislation which has more far reaching and potentially
regressive implications. The central significance of occupational classification to a
national iabour capital formation strategy is discussed in Section 7.0.

While VTC has made an excellent start in developing the framework and demonstrating
the methodology, it may be that the organisational home, (i.e. VTC), and limited human
resources available, are restricting the full deveiopment of a national information system
imperative, Palicy makers may wish to address this issue when considering future
development of iabour capital formation strate'gies.

The testing component of the Programme and Testing Directorate includes the
development of the occupational tests necessary to validate the acquisition of identified
knowledge and skill prior to receiving certification for classification within an occupational
group and specialisation. VTC has received assistance from the EDTS Project to
strengthen capacity in this regard. This project component has been well structured and
professionally delivered. VTC personnel are now well versed in the process of the

development of tests and testing procedures. The absence of clear. performance . . . .

Objectives arising from detailed occupational analysis has, however, constrained the
Scope and rapidity of test development. |

The work of the Programme and Testing Directorate in leading the developmeﬁt of new
training units is well-structured and the product is a major step forward in addressing
relevance and quality issues in curriculum design. Recognising the investment which is
being made in the development of a learning resources centre at TDI and also
recognising the role of this institute in the professional development of VTC staff, a

closer organisational relationshipwtgfeﬁtwggg the two functions would_clearly enhance - — -

efficiency.
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4.5.4 VTC Directorates: Key Performance indicators

omments:

L4

« Facility development, construction, and maintenance is managed effectively.

« Planning activities are process-driven rather than strategically-driven.

« Studies are under resourced and need to be integrated with a national labour market
information system.

« VTC management information systems are inadequate and not sufficiently
responsive to support strategic planning and management processes.

« Occupational classification is considered to be a national imperative. Questions are
raised as to whether this imperative can be satisfied within its present organisaticnal
home. o

« Strong capability is being built in the formulation and administration of occupational
- tests. '

« Revised processes for training unit design are contributing to strengthening
programme relevance and quality but need integrating with work of TD1.

4.6 Cost and Efficiency Review

This section of the report examines the allocation and distribution of VTC resources.
from an overall perspective, then from the perspective of the focus centres, and finally
. from the perspective of individual cost and revenue line items. Overall trends are
examined together with differential rates of growth of the respective cost categories.

82




4.6.1 Overall Budget Review

All data contained in the following analysis was abstracted from VTC Annual Reports or
supplied to the study team from VTC Headquarters or individual training centres.

4.6.1.1 Current Status

Table 20 provides a consolidated cost/revenue picture for VTC as a whole for the period
1962 to 1996.
Table 20
Actual Revenues and Expenditures (Current Price)*
Vocational Training Corporation, 1992 to 1996

1996
REVENUES
Self Revenues 473,217 604,806 | 572,791 640,179 799,393
Government Contribution | 2,861,933 | 3,710,750 4,517,242 | 4845378 |4,803,113
Gifts and Other Revenues 576,668 4,007 178,725 540,000
External Loans 768,478 V 878,341 | 1,055,638 845,684 515,825
Trust Funds 383,736 22,563 21,534 109,176 297,932
Deficit/Surpius (38,784) | 219,890 (14,390) 84,694 (11,700)
TOTAL REVENUES 5,026,248 | 5440357 | 6,331,540 | 6,534,111 | 6,944,663

EXPENDITURES

Current Expenditures 2,682,200 | 3,140,358 | 3,505,720 | 3.892,056 | 4.200 455
Capital Expenditures 1,699,412 (2,291,826 | 2,719,583 2,544 579 12,304,534
Cash Reserve 642827 | 7214 | 105706 | 96,586 | 439075
‘Expenditure Advances | 880 959 522 880 659
TOTAL EXPENDITURES | 5,025,248 | 5,440,357 | 6,331,540 | 6.534. 111 16,944 683

*All amounts in this section are expressed in Jordanian Dinars

4.6.1.2 Commentary and Findings: Overall Budget Review

Reference to Table 24 shows that during the 1992 to 1996 period, the total increase in
student enroliment expressed in FTE/Cs who completed a full year of studies during the
fiscal year, amounts to 6.1 percent. During the same period, the overall budget for VTC
increased by 38 percent. While recognising there was some parallel growth in the
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activity of Institutes, the net result has been a steady escalation in the cost per FTE.
This issue is discussed further in Section 4.6.4.

The trend in the percentage of government contribution to the total budget is shown in
Table 21.

Table 21
Government Contribution to VTC
as a Percentage of Total Expenditure

1992 |
1993 68 %
| 1994 71 %
1995 74 %
1996 69 %

This general escalating trend is not sustainable in the context of fiscal restraint within the
public sector. During the five year period, VTC has ailocated 1 1,559,943 (JD) in capital
funds for the construction of new facilities. This includes new training centres,
extensions to training centres, and the construction of TTI. This construction programme
compares to an increase in FTE/Cs of 6.1 percent during the five year period. While
once again recognising that some capital expenditures are not directly related to training,
training is VTC’s central purpose, and an appropriate rate of return to the national
economy needs to be demonstrated to justify the magnitude of the above expenditures.
Revenues expressed as a percentage of total expenditure for the period are shown in
Table 22.
Table 22
VTC Revenues as a Percentage of
Total Expenditures, 1992 to 1996

1992 8.4 %
1993 11.1 %
1994 9.0 %
1895 98 %
1996 - 115 %
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The above fluctuating, but slightly positive trend is to be encourra)gkéc'i!, but with clarity of
purpose. If revenue generation becomes an objective in itself, then prdductioh activities
in tfaining centres may begin to supersede instructional activities, thereby blurring the
distinction and benefits of separating institutional learning and experiential leaming.

The above issues need to be considered in the context of an environment where public
sector expenditures will not grow, international grant aid is declining, and there are
increased.demands for rigour and accountability in the expenditure of loan funds. These
forces working together will inevitably limit the rate of growth of available resources for
VTC and will define the planning environment for the immediate future.

4.6.2 Allocation of Current Account Expenditures

Current account costs are allocated to salaries, materials, communications,
- transportation, and other overheads as well as depreciation on buildings and equipment.

4.6.2.1 Current Status

Current account expenditures allocated to Headquarters, Institutes, and Training
Centres during the study period are shown in Table 23 below.

Table 23
VTC Current Expenditures by
Headquarters, Institutes, and Training Centres

1902 3,688 139,887 | 2.028632
1993 439,721 128484 | 2572153
1004 | aaste1 | 14434 | 20711 |
1995 | 627753 215,778 | 3.048.525
1996 | _ 665154 308,590 | 3.226.711

Source: VTC Planning Directorate

4.6.2.2 Findings and Commentary: Allocation of Current Account
Expenditure

Figure 2 below illustrates percentage growth of expenditure by Headquarters, Institutes,
and Training Centres during the study period over the base year of 1992.
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Figure 2
Percentage Growth in Current Expenditure of the
Respective Elements of VTC Over 1992 Base Year
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Headquarters current expenditures over the period grew by 111 percent. while those of
training centres grew by 44 percent. Curent account costs of institutes grew by 115
percent which is attributable to TTI becoming operational in 1995/96

it is clearly of concern that headquarters and administrative activities are consuming
steadily increasing proportions of the overall budget. This is reflected in the rate of ...
growth of administrative staff appointments as opposed to instructional staff as shown in
Figure 2 below. | '




Figure 3
Rate of Growth, Instructional Staff
and Administrative Staff Over 1992 Base Year
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 4.6.3  Student Performance
System efficiency as indicated by student performance considers attrition and
compietion rates, average years to graduate, and inout/output ratios. The foliowing data
examines these issues from the perspective of the whole system and from the focus
centres.

4.6.3.1 Current Status

Table 25 provides a summary of student enroliment and FTE/Cs in the VTC system.
- Table 24 provices.a summary.of student enroliment and FTE/Cs for study-focus centres. - —— -
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Table2d |
VTC Student Enroliment in Full Time Equivalents/Completed (FTE/C)

. Apprenticeship | Medium Term Training
1902 | 3047 | 2828 1,180 1,105 1,208 998 965 | 5961 0
1993 3,220 - 2,319 1,435 1,399 1,099 882 932 5,568 6.7
1994 3,620 2,338 1,647 1,384 1,217 806 986 5777 (6.1)
1994 3,987 M.mo.\., 1,470 1,363 | 1,271 861 735 6,173 (3.6) _
1995 4,944 2,752 2,096 1,085 169 - 879 660 6,327 6.1
Note: The financial year starts in January while the enroliment numbers are for students enrolled in August of the same year.

In order to determine costs for students under instruction as of the start of the financial year, the costed FTE/C calculation
has been determined by adding columns B+C+F+G. This methodology slightly over estimates FTE/C costs but is reflective
of the actual cost of students completing one full year of study and provides a consistent basis for trend analysis.
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4.6.3.2 Commentary and Findings: Student Péﬁormance

Table 24 indicates a total increase of training activity by the whole VTC system of 6.1
percent in FTE/Cs over the base year foliowing a decline in 1993 and 1994.

Table 25 provides a summary of attrition and completion rates for all apprentice trainees
in all centres. Table 26 provides similar information for the focus centres. As discussed
in Section 4.3.5.2, the overall levels of attrition are unacceptably high and those of the
rural centres raises serious questions of viability.

Table 25
Apprenticeship Attrition and Completion for all VTC
Students Enrolled in 1992 and 1993 (Percentages)

Students Enrolled in 1992 | Year one to year two attrition 32.9 %
|  [Yeartwo o year three attrition 290 % |

Year three to graduate attrition 36 %

Accumulated Attrition 454 %

Completion Rate 54.6 %

Students Enrolled in 1993 | Year one to year two attrition 26.4 %

Year two to year three attrition 15.7 %
Year three to graduate attrition 14.5 %
Accumulated attrition 477 %
Completion rate 523 %
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Table 26
Percentage Attrition and Completion Rates
for Students Enrolled in 1992 and 1993 in Study Focus Training Centres

Students Enrolled in 1992

Students Enrolled in 1993

Year 1 to Year 2 Attrition 28 | 132 206 25.9 27.7 16.7 23 | 489 | 370
Year 2 to Year 3 Attrition 16.8 20.0 24.0 32.0 443 28.3 3286 16.7 41.2
Year 3 to Graduate Attrition 203 7.0 26.7 25.3 442 17.2 0 40.0
Accumulated Attrition 48.8 30.6 50.2 63.2 69.9 66.7 45.5 57.5 71.8
Completion Rate

Year 1 to Year 2 Attrition

Year 2 to Year 3 Attrition (10.8) 18.9 22 17.0 19.8 6.0 22.2 0 52.9

Year 3 Graduate Attrition 15.9 34.0 14.5 31.0 12.8 (25.7) | 455 | (37.5)

Accumulated Attrition 416 35.8 53.6 52.6 60.4 38.8 29.0 67.6 50.0

Completion Rate 58.4 64.2 46.4 47.4 39.6 61.2 71.0 324 50.0
* At Marka VTC, students graduate after completing two years.

( -) indicates instances of growth in trainee numbers
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As noted previously, the high attrition rafesuéifé unsustainable, particularly in the rural
training centres. This study was unable to dev‘otej the necessary resources to examine
the reasons for high attrition rates but the issue should be addressed as a matter of
urgency by VTC.

4.6.4 Training Costs

This section of the report addresses the cost of training for the system as a whole and
for the study focus centres. No account has been taken for revenues generated by
individual centres as this is considered to accrue to the system as a whole and used to
offset overall costs. Data is provided in both current and constant prices.

4.6.4.1 Current Status: Training Costs

Tables 27, 28, 29 provide the following information:

o Cost per FTE/C for VTC System
» Cost per Graduate for Focus Centres
e Cost per Graduate for VTC System.

Table 27
Cost Per full Time Equivalent VTC Trainee*

’

5,961 3,147,481 100 528 528
1993 | 5568 | 3,767,226 103.3 666 645
1994 | 5777 | 4.158.677 107 720 673
1995 | 6173 | 4645744 | 1085 | 75286 | 687 |
1996 6,327 5,030,908 116.6 795 682

| Source: VTC Planning Directorate

*Costs include all current expenditures plus capital depreciation
**Cost of Living Index from Central Bank of Jordan
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Table 28
Cost Per Graduate in the Sample Centers Unadjusted for Revenues

1994 107 | Current 1301 | 1408 1178 | 1148 | 4328 | 2577 | 689 | 2344
m“mwma 1286 | 1387 1216 1166 | 1134 | 4271 | 2533 675 2312

1995 7095 M“Ma 1345 | 1634 1061 1765 | 2116 | 4913 | 3050 | 1453 5529
MM”wma 1279 | 1583 1023 1647 | 1978 | 4605 | 2078 | 1378 5275

1998 116.6 m“mwa 1366 | 1807 1398~ | 1369 | 2196 | 2368 | 2068 | 3473 3337
m“mm_ma 207 | 1708 1307 535 [T d977 | 230 | o735 | 3205 3003
rnce ~ )
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4.6.4.2

Data in the foregoing tables show a disturbing trend. Cost per FTE/C has increased

" Cost Per

Table 30 ,
VTC Graduate

1992-1994 1,769 1,748
1993-19985 2,003 1,911
1994-1996 1,879 1,737

All Costs in JD's

each year as illustrated-in Figure 4 below.

60

Figure 4

Findings and Commentary: Training Costs

Percentage Growth in Cost/FTEC over 1992 Base Year

50

1993

Current Price

1995

O Constant Price

For the whole VTC system, a constant cost increase per FTE/C in excess of 30 percent
‘should have an identifiable added vaiue in terms_ of programme quality and content,
student competencies acquired or increased graduation rates. None of these results

have been found during the course of the performance review.
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In the focus centres, the cost varianca per FTE/C is 524 percent between a high
~ enrollment urban centre and a low enroilment rural centre. Clearly there is a social cost
associated with serving less popuiated parts of the Kingdom. There is, nevertheless, a
viability threshold in terms of sustainable costs. At some point alternate strategies such
as providing residences in consolidated regional centres, or the sharing of facilities
between MOE and VTC will need to become a reality. '

4.6.5 Staffing Efficiency

Staff workloads for teachers are typically 28 hours per week and those for instructors 40
hours per week. Instructor workloads include supervision of apprentices while training in
-the workpiace. '

Table 30 indicates the ratio of instructional staff per FTE/E. Increasing efficiencies are

noted in this area. Instructor/trainee ratios are fully consistent with international norms
for vocational training.

v

- Table 30
Ratios of FTE/Es to Teachers and Instructors at VTCs

1992 8,048 478 16.8 : 1
1993 7,870 521 14.5:1
e - 1994 7,889 612 12.9:1
19985 8,620 562 16.3:1
1996 9,887 550 17.9:1

*FTEs in short term courses are excluded
~Teachers and instructors in centres offering only short term courses, OSHI,
and TD! are excluded. | '

Other staffing efficiency questions are noted in Section 4.6.2.2 where it is observed that
the rate of growth of headquarters administrative staff significantly exceeds that of
instructional staff. |
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-+ 4.6.6. Capital Expenditure and Facility Utilisation

This section examines capital investment pattemns during the study period and provides

and assessment of available workshops, classrooms and libraries against enroliment
- levels and the respective ILO standards.

4.6.6.1 Current Status

Capital expenditures during the study period are as shown in Table 31 below.

- Table 31
VTC Capital Expenditures, 1992 to 1996

1982 1,699,412
1983 2,291,826
1994 2,719,583
1995 2.544.579
1986 2,304,534

These expenditures were committed to the following new construction activities:

» Construction of new centres at
e Al Tafileh
e Irbid (female training centre)
e Al Hashimieh (driver training centre)
e Test and Training Institute.

« Construction of extensions to existing training centres at
e Middle Ghor

Ein el Basha

Agaba (hote! school)

Al Quesmah

Yajooz

Al Ramtha

Al Ruseifa.



4.8.7 Findings and Commentary: Capifal Ex anditure and Facility Utilisation
y ! Y

A summary of workshops, classrooms, and licraries currenty avaiiable in the VTC
system together with enroliment levels expressed in FTE/Es are as shown in Table 32.

Tabie 32
Summary of Workshops and Instructional Space (square metres)
in Y7 Centres

anties

Al-Quesmeh | “4500 “552 225 767
Marka 1420 288 270
Yajooz 3.539 770 100 1,185
Al-Hashimie 3,653 270 300 1,085
Ein-El-Basha 2,180 592 48 1,460
Middle Ghor 384 48 48 172
Hakama 3.005 678 148 823
Al-Mashra T 7es 175 145 323
Al-Ramtha 1,234 147 66 190
Iroid (female) 1024 1a7 131
Ghor-Al -Safi | 1430 135 77 169
Al-Tafileh 1230 228 63 130
[ Maan 240 50 63
Aqaba 1,050 112 48 84
Sahab 2723 339 50 1019
Testing and Training Institute 3.480 180 341 |
Total 441,860 4555 1375 8.212

*ETE/Es are counted for centres operated by VTC only, for 1996.

In order to divide students into groups of 10 to 12 for practical instruction, the trainee
timetable includes eight hours per week dedicatac t© workshops. Assuming that
workshops are available for instruction six days psr weaek, eight hours per day, (48
hours), one workshop should be able to accemmedate the training requirements of six

FTE/E’s per week.

On this basis, and allowing for a 7C percent efficiency factor, the workshop space
available within the whole VTC system amounts to 22.6 square metres per FTE/E. This
compares to an ILO standard of 10 to 12 square metres per student. On a similar basis,
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available classroom space amounts to 2.5 square metres per FTE/E compared to an

ILO standard of 1.5 to 1.75 square metres.

This excess capacity reflects the low level of enroliment and space utilisation in the rural
training centres and furiher calls into question the policy objectives and programming
approach to the delivery of vocational training in the areas of low population density and

graduate demand.

4.6.8 Cost and Efficiency: Key Performance Indicators

Commeﬁﬁt"s”:

e Overall budget growth ic excsading growth in training activity.

g

o Revenues generatec by training centres an¢ instituies are increasing. Care needs 10

be taken to ensure consisiency of revenue generating activities with fraining objectives.

e Current account allocations to H lsagquziiers ars growing 'hree times as fast as
ailocations to training centres,

¢ Recruitment of administrative sLaﬁ grew: m &2 percent during the survey period, while

“instructionai stafi numbers increzsec by ° percent.

e Student attrition rates of 47.7 perceni for the SWIET 20 & wiinis and & range of 30.6
percent to 77.8 percent for focus centres is unsusiains e,

e Cost per FTE/C in focus cenires have a variance o 504 nercent between rural and
urban centres.

[N &3 . - e gt e o -
¢ Siaffistudent ratics are low but improvin

® racalxty‘ ULILSEGON ISVES &7E WEl DeOw THanoiong! noms.
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47 Performancs Bummary

This section of the raport synthesises the analysis outiined in pravious paragrapns and
identifies kay areas for attention.

VTC is operating in & complex external environment which is charged with frequently
competing objectives. The national agenda has, however, determined that all TVET
providers must give primacy to the goals of relevanca, quality, and efficiency in terms of
both current operations and future investments. B

4.7.1 VTC Training Activities

VTC’s central purpose is to lead the design and delivery of training for those skilled and
semi-skilled workers required for Jordan's current and future economic development.
The foliowing comments provide a summary of training programme issues.

» The main thrust of VTC's programming, apprentice training was found to be
appropriately structured in its combination of institutional and on-the-jobd training.

« The study identifies, however, that the overall programme framework in terms of
specializations offered, is static and fragmented and leads trainees into narrow job-
specific areas which is inconsistent with giobal direction in school-to-work training
strategies.

« The training programmes and related learning resource materials were found to be
dated and of elementary content. Recentinitiatives to redevelop training units are
well founded.

e The overall staff profile is weak. Large investments of both internal and external
rasources have been made in staff development. A return on that investment has
yet to be seen in terms of improved quality of programs. A strategic initiative to
capture the professional development benefits and focus them on development of
the instructional programme is required.

« Faciiities and equipment are adequate for teaching basic skills. Additional hand toois
are required, and more sophisticated equipment will be necessary for teaching
advanced skills. Equipment maintenance is a challenge but is being addressed to
the extent 'possible. Workshop safety practices leave much to be desired.
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* Industry finkages were found to be very positive overall. Further benefits are likely to
arise from a consolidation of the programme framework and the adoption of muiti-
skilling as a training programme objective.

« Student recruitment practices by VTC are positively focussed and bring good resuilts.
The practice of channeling students by MOE into VTC programmes results in the

placement of less motivaied students into apprenticeship training. Student attrition
rates are unacceptably high.

 Student and graduates both regard their training experience in the centres positively.

Al recognise, however, the need for staff, programme and equipment upgrading.

On-the-job training and subsequent employmenl experience is much more variable
and dependent upon the characteristics of the different occupational sectors.

4.7.2 VTC Training Activities: Key Performance Indicators

« Comprehensive review and consolicatior of *hz oreoremime framework.

e Rapid investment of programme deveisnmer: o e developmeni of learning
resource matenals.

¢ Formulation o7 2 fooussed sigh cevelapmant strategy to parallel and support

programme renswal

_| Issues C,emﬁia!;mj,ﬁaimn,g,Etﬁg,;amm@,;?‘ggn@wa;ﬂ S OO



47.3 VTC Institutes

In additional to the training activities for labour force development, VTC operates three
specialised Institutes which serve internal development objectives while aiso providing
services on a cost recovery basis to external clients. The following comments
summarise the findings of the study team with respect to the work of the Institutes.

» The Training and Development institute (TDI) is developing acapablhty which will
contribute to further professionalism VTC's of curriculum development/iearning
resource material capability, as well as the teaching abilities of instructional staff.
The Institute maintains an appropriate external orientation in marketing its services.
The capability developed in the institute shouid be viewed as a national resource in
training personnel from all institutions or agencies in the effective formulation delivery
of adult leamning programmes. | |

» The Testing and Training Institute (TTI) was established to lead the formulation and
administration of a national testing and certification programme, as well as providing
a resource for the development of advanced skills training and VTC instructor
professional development. Based on an internal decision, lead responsibility for test
formulation has been retained by - the Programme and Testing Directorate with TT!
being assigned responsibility for the administration of tests similar to other training
centres. TTI has, in fact, essentially become another training centre and has yet to
develop other dimensions of its mandate.

e The Occupational Safety and Health Institute (OSSHI) is the oldest and most weil
established of VTC's institutes. It is performing a valuable and much needed service
to Jordan's industrial development. A review of OSHI's mandate and organizational
base may be warranted if the Institute is to be seen as leading the national agenda in
occupational health and safety issues. OSHI's internal activities relating to the
maintenance of safety practices within training centres is not effective due to lack of
clarity in responsibility/accountability issues.
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4.7.3.1 VTC Institutes: Key Performance Indicators ™= 7"

Issues

» Coordinating mechanisms with related tasks in other Directorates need to be
strengthened in all the institutes. ,

« TTl needs to develop its capacity and programming, in concert with theg
Planning Directorate and Training Directorate to formulate and deliver skilis
upg-ading of instructional staff. .

. i

e The OSHI mandate warrants revisiting in light of national occupational health

 and safety needs. =

4.7.4 VTC Directorates

VTC Headquarters Directorates provide technical and support services essential to the
work of the Corporation. The following comments summarise the findings of the study

team with respect to the activities of the Buildings Directorate, Programme and Testing
Directorate, and Planning Directorate.
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» The Building Directorate provides effective support to all phases of new construction
and maintenance of Training Centre facilities.

» The Planning Directorate is process-oriented as opposed to being focussed on the
. definiton and planning of strategic developmental objectives. Information

management is inadequate. Studies necessary for training programme evaluation
and future directions are under resourced.

» The Programme and TeSti'ng Directorate currently undertakes activities, such as
occupational classification which comprise the foundational matrix for labour market
monitoring and subsequent national policy development. the study team
recommends a reassessment of the organizational home of this function. Other
gctivities of the Directorate used to be integrated with the work of TDI.

4.7.5 VTC Management

In 1995 VTC initiated a structural and management reorganization. The foliowing
comments summarise the findings of the study team in terms of VTC's management
practices and its ability to efficiently deploy human, physical and financial resources in
pursuit of strategic development objectives:

e During the early 1990's, VTC clearly outgrew its original functional organizational
structure and a new structure was required to achieve increased efficiency. This
resulted in the introduction of 1995 of a modified matrix organizational structure and
an intent to adopt a team approach to management issues.

e More Athanv one year of experience has been gained with the new structure and an
evaluation of its utility needs to be undertaken. The study team found a hierarchical

culture to prevail within the management, as well as competition, which derives from
an absence of prioritised goals. o

e The central management issue is an identified need to move from a process
approach to planning and management of a strategic approach.
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- 47514 - VTC Management: Key Performance Indicators -

rreneeee

Key Issues

e VIC has an urgent need to deAvelo"p and implement strategic planning and
strategic management processes.

4.7.6 VTC Cost and Efficiency

During the five year period from 1992 to 1996, VTCs budget grew from JD5.025 million
to JD6.944 million. The following comments summarize the findings of the study team in
terms of the cost and efficiency of operations during this period:

During the survey period, the total number of students compieting a full year of study
grew by 6.1% as opposed to a budget growth of 38.1%.

Current account allocations to Headquarters are growing three times as fastes
allocations to fraining centres. =~~~

Recruitment of administrative staff has grown at four times the rate of recruitment of
instructional staff,

Student attrition rates are high and unsustainabie in rurai training centres.

Staff/student rates are low but improving.

Average facility utilisation ievels are bejow international norms.
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» Cash and efficiency data reflects the need for more focussed planning against
identified need, and established decision-making criteria.

4.7.7 Conclusion

It is evident that during the course of the past five years, VTC has focussed its
leadership, management and fiscal resources on quantitative expansion as opposed to
qualitative improvement of programming. The policy directions articulated by
government suggest that this trend should now be reversed.

Recognising that VTC is only one player within the national labour capital formation
system, and recognizing that any future action plan shouid be formulated within the
context of 'systemic changes as a whole, recommendations for follow-up action are
discussed in the final chapter of the report.
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5.0 Vocational Education = =

The general policy objective for the comprehensive and applied streams of vocational
education in Jordan is to prepare a qualified an trained labour force in the basic
occupational levels and to prepare students who have appropriate interests and abilities
to pursue higher applied or professional level education.

Design and delivery of the vocationa‘l component of the comprehensive secondary
stream is the responsibility of the General Directorate of Vocational Education of the
Ministry of Education.

In July, 1996, NCHRD commissioned a study entitied *Secondary Vocational
Comprehensive Education in Jordan - An Evaluative Study” prepared by Dr. Suieman
Rihani, et al., of the University of Jordan. This study thoroughly documents the
academic and socio-economic profie of students; profiles the teaching and
administrative staff: outlines the available facities and eduibment; provides information
on graduate employment experience, as well as documenting empioyers’ perspectives
on graduate performance in the workplace.

The section of the report which follows, restates the performance objectives for a student
enrolled in the secondary vocational stream and outlines the study plan for these
students. The report then draws extensively on the evaluative study undertaken by the
team from the University of Jordan to summarise findings in key areas. The section
concludes with a commentary on the achievability of the policy objectives and a
perceived need to further differentiate between vocational education and vocational
training.

5.1 Vocational Comprehensive Education: Current Status

The stated primary intent of the vocational comprehensive programme is to prepare

individuals- for - employment as  “craftsmen” foliowing graduation and after having
completed a suitable period of workplace experience.

The objectives and competencies to be achieved dufing the vocational education
programme are all those required of students in the applied stream plus additional
competencies. These are stated by MOE for the industrial Branch of specialisation as
follows. ' '
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5.1.1 OCbjectives

“Third Sroadline for Secondary Industrial Education
{Comprzhensive and Applied) - Objectives”

“The secondary industrial education (Comprehensive and Applied) seeks to prepare
qualified and trained labour force in the basic occupational levels, in the industrial areas
and crafts, and prepare students who have the approepriate interest and abilities to purse
higher applied and engineering educaticn. It also aims at realizing the foilowing
objectives:

1. Preparing craftsmen and skilled workers for all industrial areas and crafts, and
providing them with the specialized vocational, cultural and scientific
expériences, in the light of student abilities and inclinations on one hand, and
in response to present and future societal needs and development ptans on
the other. |

2. Providing students with the concepts, theoretical information and practical and
applied skills so that closé complementation between theory and practice and
between work and education are realized.

3. Providing students with the ability to perform industrial operations and crafts
according to technical rules and criteria, preparing them to deal with and
respond to modem technclogy, and developing their readiness to improve it.

4, Equipping students with the appropriate behaviocural habits concerhing the
exercise of industrial crafts and vocations, such as: accuracy, reduction of
waste, application of the principles of economy and safety at work and the
conservation of the envircnment.

5. Developing in students sound attitudes and values, among which are respect
for work, team-work spirit and individual creativity.

6. Developing student skills and creative capacities and preparing him for active
participation and integration in the world of work and production.

7. Participating in raising the vocational level of craftsmen and vocational workers
in all industrial production sectors and crafts.
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8. Providing students who have the appropriate interests and abilities with an
opportunity to attain the pre-requisites for entry into higher educational
institutions.” - '

The study plan for the industrial Branch is a shown in Table 33. The study plan for
other branches is provided in Annex 18.

| 5.1.2 Competencies

“A. Vocational Competencies of Graduates of the Secondary Industrial
Applied Education

1. Reading diagrams and implementation specifications.

2. Readmg manualis for constructing, operating and ‘maintaining equipment, tools
and machines, and applying the production companies recommendations.

3. Choosing the manual work tools; their‘use and maintenance.

4, Choosing the measurement and testing equipment: their use and servicing.

5 Operating machines and tools and their servicing.

6. Implementing preventative maintenance programmes for the equipment, tools

and machines according to instructions.

7. Implementing curative maintenance procedures for the equipment, tools and
machines according to instructions.

8. Performing tasks related to unscrewing, constructing, joining and fixing
operations.
9. Preparing work places; moving matenals equipment, and tools, their

transportation and storage.

10. Receiving work permits, their implementation according to specifications and
their documentation.
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11.

12.

Observing the operational condition of equipment by rsading measurement,

protecticn and contrel aguipment, recording it and informing on any suspected
malfunctioning that cccurs.

Implementing the principles and instructions of vocational safety and hea'th.
P g ine princip ,

Writing reports related to completed work and work in progress and submitting them to
the supervisor.”

“B.

- 10.

Vocational Competencies for Graduates of Secondary I[ndustrial
Comprenensive Education '

In addition to the vocational competencies mentioned in Section A above, the
vocational competencies for this type inciude:

Preparation of detailed drawings.

Estimation of the raw maieriais needed for implementing work and follow up to
ensure their provision and stocrage.

Participation in cost estimates and in the timing of the implementation process.

Follow up of preventative maintenance programmes impiementation according
to schedule.

Examinaticn and diagnosis of main technical faults and deciding on curative
maintenance proceadures.

Matching the accomplished tasks with the approved specifications.

Follow up of work performance progress in the light of implementation
programmes.

Familiarity with the characteristics and specifications of materials used in
production.

Implementiing the principies and regulations of vocational safety and heaith.

Distributing tasks on employees and upgrading employees’ competencies/
skills. .
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110 e Partlcnpatlon in lmplementlng dehvery and pre-operatnon tests for equipment
' andtools. = - , e e T S e B s

N S T I Caei e

12. Ensuring that equipment and machinery are ready for operation.”

«

5§.1.3 Study Plan

The study plan for the Secondary Industrial Branch of the Comprehensive Stream is as
shown below.

Table 33 . :
The Study Pian for the Secondary ComprehensiveNocatiqnal Stream
(Industrial Branch)

st'\mei:'gm;é;' § ZnH Secvondary

omm ore- slamic Education 3 3
General Cultural Subjects
Arabic Language {ordinary level) 3 3
english Language {ordinary level) k] 3
Scientific Educafion 3
Social'and Nafional Studies 3

athematics i 2
Physics 2 2
Chemistry 2 2

pecial Industnal Sciences

Industnial Drawing (if) ' 3 , 4

'{ Total number of theorefical class periods per week
Practical Training (i) - 16 16

rree Subjects (Opfional) (iv) 2 2
Additional Mathematics 2 2
Additional Physics ? 7
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) The curricula for the special industrial sciences subject (as in the practical training), vary
according to the different specialisations listed in Annex 18-6 and others, and includes: a
curriculum for special industrial measurements and accounts as well as sciences related
to the carticular spcecialisation.

(i) The industrial drawing curricula for the second secondary industriai class vary according
to the differant industrial vocational groups as clarified in Annex 18-6.

(iff) The students who succeed in the first secondary class undergo summer practical training
in the industrial school and in workplaces.

(iv) As in other specialisations.

During 1996, some 25,000 students were enrolled in the respective branches of
vocational education throughout the Kingdom as shown in Table 34.

_ Table 34
Number of Yocational Education Students in the Various Vocational Branches
Number ¢f Teachers {Male and Female)
Mumber of Yocaiional Zducation Sites in 1996

[

Industrial 3,808 7,848 523 523 29
Agricultural 413 434 847 80 2 82 12
Commercial 5,105 4,583 9,798 169 241 410 76
Hotelery ' 440 - 330 770 40 1 41 9
Nursing 9'36 A 1,012 1,948 28 145 ‘ 173 40
Home 2,248 1,688 3.93¢ 274 274 48
Economics
Total 13,182 11,865 25,147 840 663 1,503 214
Source MOE

5.2 Vocational Comprehensive Education, Previous Findings

The following section draws upon the study “Secondary Vocational Comprehensive
Education in Jordan - An Evaluative Study’ to profile some key characteristics of the
work of MOE. '
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 The' student body enrolled in vocational education prOgrarﬁmes is éurrently' comprised of

approximately 65 percent males and 35 percent females. The average age of
enroliment is 16 + years. '

Ranking of students in the basic stage of education prior to enroliment in vocational
secondary is as shown in Tabie 35. Actual student averages are shown in Table 36.

Table 35
Percentages for Student Categories According to
Their Ranks in the Basic Stage Education

Cumulative Cumulative Cumulative
o % age % age age % age

A In the top 25% of studentis 20,4 204 22.3 22.3 21.0 21.0
Very good to excellent

B In the second 25% of 46.3.4 66.8 408 | 63.1 44 .4 65.5

students.—Good

C In the third 25% of students 29.7 96.4 36.1 99.2 31.9 97 4
Average ' _

Din the fourth 25% ofstudents - 3.6 100 0.8 100 2.6 100
Weak

Source: NCHRD Study/University of Jordan

Table 36
Percentages for Categories of Student Averages According to Which
They Were Enrolled in Vocational Secondary Education (M & F)

% age | Cumulative | % age | Cumulative %age Cumulatwe
% age % age % age
A - Less than 50 1.8 1.8 .8 .8 14 1.4
B - 50 to 54 | 66 | 84 [ 83 | 91 | 72 | 86 |
C-55to 59 14.1 225 15.8 249 14.7 23.3
D-60to64 4 23.2 457 19.2 - 440 21.8 45.1
E-65to 69 187 64.3 17.1 61.1 18.1 63.2
F-70to 74 16.3 80.7 13.7 74.9 15.4 78.7
G-75t079 10.2 90.8 106 85.5 10.3 89.0
H - 80 and over 8.2 100 14.5 100 11.0 100

Source NCHRD Study/University of Jordan
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During the University of Jordan “Evaluation Study” students were surveyed on their
aspirations upon graduation.. Resuits of this survey are shown in Table 37.

Table 37
Percentages and Ordering of Students’ Ambitions (M & F)
Arter Finishing Secondary School

%age | Rank | %age | Rank | %age Rank

A - Direct entry to labour market | 19.7 3 225 3 20.7 3
B - Start a small business related | 9.0 5 556 | 6 7.8 5
to educational specialisation
C - Enter a community college to | 20.1 2 305 2 23.7 2
continue in specialisation

D - Enter a university to continue | 39.9 1 30.5 1 36.6 1
in specialisation

E - Enter a community college or | 11.3 4 11.0 4 11.2 4
university to study a different ,

specialisation

Source: NCHRD Study/University of Jo}dan

It is of interest to note that 71.3 percent of the students surveyed indicated a desire to
pursue post-secondary education. Whiie this situatibn is reflective of the high value
placed on higher education in Jordan, it is also indicative of a student body not
enthusiastically inclined towards practising the vocations for which they are trained.

Teachers in the vocational education programme are well qualified academically. The -
staff profiles of vocational teachers is as shown in Table 38.
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Table 38 i :
Academic and Pedagogical Characterlstlcs of
Vocational Education Teachers

Academic Qualiﬁca-{ions N

1. Community 22 57 5 1 35
Coliege Diploma

2. Bachelors 2 12 31 29 74

3. Masters 3 3

Country of Education

1. Jordanian 2 15 30 4 28 79
Universities
2. Arab 2 7 6 2 17
Universities
3. Foreign 1 11 1 1 0 14
~ Universities '

Pedagogical Qualifi

' 1. Community 2 2
College Diploma . _
2. Bachelors 1 - 5 6
3. Masters 3

4. | Source of Pedagogical Qualification :

1. Jordanian 3 6 9
Universities

2. Arab 1 1
Universities

3. Foreign 1 ' 1
Universities

-~ Source: NC udy/University of Jordan

The Evaluative Study undertakes an extensive survey of staff knowiedge and
understanding of the vocational programme objectives as well as an assessment of the
available facilities and equipment. The results indicate a broadly based understanding
of the programme intent. Gaps in instructional equipment were identified in computing
and audio visual facilities. Staff expressed a low level of satisfaction with office space,
class rooms, and support spaces. More than 80 percent felt that workshops were
adequate in size but lacking in many aspects of tools, machinery, and instructional
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modeis necessary for a sound vocational education programme. They identified lack of
equipment maintenance as a major deficiency.

Graduates have difficulty finding employment for the following reasons.

: Tabie 39
Difficulties Faced by Graduates in Obtaining Employment

Scarcity of jobs 51.5% 1 00% 50.0%
Low Salaries 36.8% 40.9% 26.1% 100% 100% 45.5%
Poor Preparation for 5.9% 9.1% 100%- | 100% 100% 9.1%
work requirements

Reluctance to work in 4.4 % 4.5% 100% 100% 100% 100%
government departments '

Source: NCHRD Study/University of Jordan

Table 40 shows the length of time taken by students to find employment after
graduation.

" Table 40
Length of Job Search for Vocational School Graduates

General 52.2% 3.17% 9.17% 9.11%
Commercial 40.9% T 7.22% 327% 1.9%
Industrial 78.2% 1.9% 6.13% 1.9%
Agricultural . 100%. ...
Hotelery 100%

Nursing 45.5% 7 22% 6 13% 2 18%

Source: HCHRD Study/University of Jordan

Salaries eamed by the Vocational Schooi graduates surveyed are shown in Tabie 41.
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g ; Table 41. - .- o
Monthly Salanes Earned by Vocational School Graduates on Employment

General 64.7% 26.5% "8.8%
Commercial 59.1% 31.8% 9.1%
Industrial 56.5% 26.1% 17.4%
Hotelery 100%
Agricultural 100%
Nursing 81.8% 18.2%

Source: HCHRD Study/University of Jordan

Graduate perceptions of the contribution and relevance of their vocational education

studies to job performance are shown in Tables 42 and 43.

Table 42 o
Contribution of Vocational Subjects studied to
Graduates’ Leve!l of Job Performance

Cultural Subjects 1.98 1.95 204 | 192 200 | 200
Specialised Subjects 2.67 2.36 273 2.21 3.00 2.80
Science Support 1.27 2.00 2.39 2.1 2.00 2.40
Subjects

Source: HCHRD Study/University

Table 43
Contribution of Practical Training to
Graduate Job Efficiency

Content and Details 2.11 2.59
Up-to-Date 1.69 2.58 2.04 2.05 2.17 2.23
EquipmentUsed ~— 1 — 1 T

Competency of 2.52 1.55 2.52 2.04 1.85 2.76
Trainers

Time Aliotted in 2.20 2.25 2.47 245 2.05 2.05
Programme '
Relevancy to Actual 2.41 205 -~ '2.65 2.02 2.13 2.52
Work

Availability of Raw 2.20 1.90 2.34 2.24 1.87 2.61
Materials

Source: NCHRD Study/University of Jordan




Employer satisfaction levels with various aspects of vocational graduates work
performance is shown in Table 44.

Table 44
Mean of Empioyer Satisfaction with Graduates Employed

(Cut of 3)
Cultural level 2.13 T 2.00 2.01 1.5 2.00 2.04
Scientific level 2.20 2.18 2.05 1.5 2.07 2.18
Training level 2.18 2.33 1.99 25 | 214 2.23
Adaptability to working 2.47 2.13 2.15 2.5 2.31 2.39
conditions
Desire to increase 2.47 2.56 2.23 2.5 2.42 2.49
vocational efficiency
Ability to increase 2.54 2.53 2.31 2.5 2.14 2.43
vocational efficiency '
Ability to deal with 2.47 2.13 2.16 25 2.50 243
superiors
Ability to deal with 2.61 2.12 2.21 3.0 2.35 2.42
colleagues
Ability to deal with 2.38 2.20 2.19 3.0 2.30 2.33
subordinates .
Ability to deal with the 2.78 2.26 2.27 3.0 2.21 2.50
public -
Desire to attend 2.68 2.18 2.25 3.0 2.14 2.41
training courses
for skills upgrading
Adaptability to new 2.31 2.12 214 2.5 1.93 2.17
machinery
Adherence to working 2.73 2.43 2.33 3.0 2.71 2.65
hours
Dedication to work 2.78 2.56 2.61 3.0 2.64 2.69
Accuracy in work - 289  .|.-.243 2.14 -2.5 2.14 2.47
Adherence to 2.73 2.37 2.1 3.0 2.35 2.55
regulations
Stability at work 2.43 2.31 2.16 3,0 2.23 2.37 -

Source: HCHRD Study/University of Jordan

5.3 Commentary

The foregoing analysis suggests that the vocational education programme is achieving a
measure of success in preparing the less academically oriented secondary student for
entry level employment. Recognising that the education reform process is ongoing in
Jordan, and aiso recognising the rapidity of change in the approaches to vocational
education in response to an increasingly fluid global labour market, the study team
suggests that the relevance and efficiency of current directions can be questioned as to:
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* the vocational premise or intent upon which the model is founded o
the achievability of the educational objectives
the sustainability of the cost of the model

.the degree to which a clear differentiation between the applied and the
comprehensive streams has been achieved.

The intent of vocational comprehensive secondary programme is that its graduates fit in
the occupational pyramid after gaining suitable experience, at the ‘craftsman” level. A
review of job functions in many sectors, both in Jordan and intemationally, shows that
the sharply defined horizontal divisions which traditionally characterised classification of
workers, has decreasing relevance in the labour market. In particular, few industries,
~manufacturers, service providers, resource sectors, or other employers would today be
able to identify a particular band of employees under the collective heading of
“craftsmen’, This term, coined in the days of Crafts and Guilds, is not considered to be a
relevant description of the flexible, multi-skilled, Jife long leaming employee of
contemporary industry.

If craftsmen are characterised as MOE describes them, as skilled workers with increased
technical abilities as well as having responsibiiities to train and supervise other skilled
workers, (i.e., a lead hand or foreman in traditional terminology), the question of the
achievability of training this category of employee through a secondary school
programme must be rajsed.

A review of the competency listings shown in Section 5.0 indicates that the vocational
secondary graduate shouid have all of the competencies of the applied graduate, i.e.,
skilled worker, plus the ability to: '

* prepare detailed drawings
*® Pprepare material and cost estimates

"* undertake preventative maintenance of machinery and equipment
* maintain production schedules '

e assign production tasks

* undertake delivery and commissioning of new equipment.

The following table illustrates a comparison of the structure of the applied and vocational
secondary streams in terms of hours dedicated to the acquisition of knowledge and
skills.
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Table 45
Comparison of YTC and MOE Study Plans

oursiweek Hrs.in 2 Hours/week Hrs.In 2
years years
General Culture 7 5680 17 1,224
Vocationai Science 4 320 8 512
Practical Training 8 , 840 16 1,02_4
On-the-Job Training 24 1,820 160

Source: NCHRD Study/University of Jordan

it is apparent from the foregoing that the MOE two year programme dedicated 60
percent more, time to vocational science than does the VTC programme. The VTC two
year program,me dedicates 116 percent more time to the acquisition of practical skills
than does the. MOE programme.

It is self-evident that within this programme framework, It is not possible for the MOE
graduate to acquire an equivalent'level of applied vocational competencies to the VTC
graduate. Similarly, a review of the MOE programme content and structure shows that
there are neither in-school leaming activities nor on-the-job experiential activities
whereby the vocational secondary graduate may acquire the incremental competencies
stated in the policy objectives.

Clearly, under the current programme structure, graduates of the vocational secondary
education programme are equipped to enter the labour market with employability skilis
and occupational competencies only at the semi-skilled level. This factis emphasised
by the entry level salaries for graduates from the twe streams. Many, nevertheless,
have academic skills and abilities to enable them to develop more rapidly than their
counterparts in the applied stream, and ultimately to achieve the higher level for which
they are destined by the education system. Currently, however, there are no
mechanisms to facilitate the acquisition of advanced occupational skills and
‘accreditation by the vocational secondary graduate other than to enter a VIC
apprenticeship programme. '

To remedy this situation, an articulation mechanism might be considered to provide a
pathway for the comprehensive vocational secondary graduates to acquire advanced
trade skills, employment experience, and the related industrial practice skills that are
necessary for employment at the skilled worker or supervisory level.
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" In the context of programme differentiation between the two education streams, there
are many commonalities in the specsallsatlons offered. It is clear that many of the
vocational secondary spemahsatlons are narrow, occupation-specific, terminal in nature,
and identical to those offered under the apphed stream.

lssues for consideration are similar to those -discussed eariier in the report relating to
effectiveness of o’ccupation-speciﬂc training versus common core training and the
cost/efficiency questions associated with the continuous technological upgrading of job
~ specific skills.

Finally, it is questioned whether the stated goal of enroliing 50 percent of males and 35
percent of females in vocational education and training will appropriately serve the
needs of the individual, the needs of the labour market, or the national economic
development objectives if the suite of programmes offered continues to train students for
occupations which currently comprise less than 20 percent of the work force.

The analysis of school-to-work policies shown in Annex 7 indicates that many other
jurisdictions have adopted an expanded concept of “vocation” which recognises that the
work force is comprised of professional vocaiions, technical vocations, and commercial
vocations, as well as traditional trades vocations.

Within this concept it is believed that the role of vocational secondary education is to:

* encou age the student to understand the full spectrum of vocational possibilities

build f sundational skills and knowledge in a broad base of vocational opportunity
provic 2 articulation mechanisms with all branches of the post-secondary system
includ 3 appropriate career development mechanisms for the graduate who wishes to
enter the skilled worker category of the labour market.

' Whlle r=cogn|smg that the foregoung commentary is founded on a different set of

that all iraining providers, particularly those in the public sector, need to engage in open
evaluation of the delivery systems if they are to remain relevant to the real needs of a
new economic paradigm.

On these grounds, the ‘study team recommends that as part of the ongoing reform
- process, a senior level Policy Forum be convened to either validate existing poiicy
objectives to guide both investment and programming for the next five years. This issue
is further discussed in Section 8.0 of the report.
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6.0 Labour Market Demand !ssues Affeciing Technical and Vocational
Education and Training '

This section of the report addresses current and smerging issues and trends that affect
the demand for workers in the labour market and evaluates the performance and
potential of Jordan’s Technical and Vocational Education and Training (TVET) system to
meet labour market demands. The section begins with an overview empioyer attitudes
towards the education and training system in the context of global trends in employment
creation and the organisaticn of work, and anaiyses the influence of these trends on -
quantitative and quaiitative labour market piahning.

This is foliowed by a review of labour market pianning initiatives in Jordan and the
Iinkage’ of these plans to the development of education/training services to satisfy labour
market"; demands. The sirategies and activities of the TVET system are then reviewed in
the corjtext of the global and national environment.

Three techniques were used to identify indicators of labour market needs for the

graduates of TYET programmes in Jordan:

e A literature review was conducted-to examine recent gqualitative and quantitative
analyses of labour market needs in the Kingdom. Demand indicators were
abstracted from this literature.

e Focus groups of emplayer repreSentatives were conducted by the study team.

e Interviews were arranged with representatives of major employers of VTC graduates
and with representatives of employer associations.

Interviews with. employesrs. and employer associations were based on the “External
Efficiency’ questicnnaire :_adapted from the World Bank document “Evaluating
Viocational Training Programs: A Practical Guide, (Hunting, G., Zymeiman, M., and
Godfrey, M., 1986), but it was used only as a guide to structure interviews and focus
groups. The limited scope of.the study and the short time available did not permit
original quantitative labour market demand research, ncr were sample sizes sufficiently
large to aggregate datai in a meaningful way. Instead, several recent labour market
studies were drawn upon for indicators of quantitative demand. A review of these
studies is provided in Section 6.3. ‘

The resuits provide an everview of global and national trends in labour capital demand,
indicators of individual employer's needs for skilled workers, and their opinions of the
quality and relevance cof:the Technical and Vocational Education and Training system in
Jordan. ' -
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6.1  Employer Attitudes Toward Training and Education

By definition, the purpose of Technical and Vocational Education and Training is to
Prepare its studentsArainees for successful employment in the labour market, whether
this market is defined as local, sectoral, regional, or global. As in all markets, the
fundamental principles of supply and demand apply to labour markets. It is the
challenge of the education and training system, as the primary supplier of skilled
workers, to produce the right quantity of graduates with the right quality of skills to meet
the needs of the labour market,

There are two fundamental dimensions to market research and planning: The first is a
determination of customer wants and needs, and how the quality of the product will be
measured. Secondly, market researchers must determine how much of the product can
be absorbed by the market to achieve relative equilibrium in supply and demand.

- Similar dimensions of quality and quantity apply fo labour market pianning. Since market
research usually begins with a determination of customer needs and wants, the following
labour market qualiity issues are identiiied to provide context for TVET planning and
delivery in dJordan. Issues related to the determination of Quantity of labour will be
discussed in section 6.2. -

6.1.1 Current Status

In focus groups and individual interviews with employers and pn‘Vate sector associations,
the study team was impressed by the optimism and vigour of the productive ssctor in
Jordan. Particularly on the Sahab industrial Estate and the Al Hassan, Industrial Estate
in Irbid, there is- strong support for current economic development policies, and a
commitment to the principies of “clustering” and partnership that are encouraged by the
development of industrial estates.

- ~Companies- in the private sector believe that the educationftraining system is particularly
successful in producing the high-leve! skills required for intemational competitiveness.
There is considerable pride in the university system which is seen to be extremely
efficient in preparing engineers and other highly skilied workers for the Jordanian and
Arab Region economies.

Employers also seem to be satisfied with the primary and secondary school systems.
Wher. asked about the skills of secondary school leavers in terms of basic requirements
such as literacy, numeracy, leaming and probiem-solving skills, most agreed that
Jordanian workers were equal {o or better than those in other countries.
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In terms of Tachnicai and ‘ocaicnal Sducation and Training, thers is less unanimity.
The companies interjiewad nad difficuity articulating their neseds and axpectations of
TVET, and thers is ‘ittie censensus as o tha roie of TVET in supperting proguctivity and
competitiveness.

Of particular impertanca fo this study is the low level of product recognition and
differentiation accorced (o graduates cf the VTC system. For most companies it seems
not to matter whether an entry levei worker comss via the comprehensive secondary
vocational sysiem, the vecational fraining cantres, or the community colleges. There
seems to be litle customer differentiation in the value of the training or the credentials
provided by the thres maior producers of entry level technical workers. There is some
opinion that VTC graquates have petter practical iraining, but less theoretical kncwledge
and lower leaming potential than do werkers trained in the comprehensive secondary
vocaticnal system cr the community coileges.

Those companies that particicate in training VTC aperentices, of course, have a high
awareness of WTC ana S Gie it TEining acorsntices and most are satisfied with the
level of support provided py the training cantres in assisting them with on-the-job training
of apprentices. Several company- representatives mentioned that visits by VTC
instructors to the workplace to menitor the progress of apprentices were very helpful in

motivating apprentices and soiving training problems.

When asked about how the training centras couid improve the quality of the in-school
portion of trammg, thers was virtual unanimity in the request for better theoretical
training. A few iarge comparies sucn 3s the Jordan Pstroleum Rafinery Company have
on-site training faciities - and the capacity to provide thecretical training for apprentices.
Most companies, however, have neither the capacity nor the inclination to provide
theoretical instruction and are frustrated by the lack of trade theory knowledge among
the apprentices they recgive from VTC.

The other primary frustration experienced by companiss that train VTC apprentices is
apprentice attrition. Several companies menﬂcneq that they often invest considerable
resources in training an apprentice only tc have him leave near the end of training or
soon after graduation. When asked about the reasons for high attrition rates, many
pointed to: ‘

s poor trainee seiection. Some said that many apprentices when they begin their
training have no real knowledge of, or interest in, the trade they are leaming and
therefore. do not have the motivation to ieam. When these apprentices begin to
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understand what is involved in practising a particular trade, they realise that they lack
the interest and/or aptitude for the occupation, but by then it is too late to change, so
they simply drop out.

.* lack of financial resources. Many apprentices leave training because they receive no
wages or very low wages while in treining. As soon as a job becomes available that
offers better wages, the apprentice abandons training in favour of employment.

* “poaching” by other companies. This is an especially frustrating problem for training
companies that invest resources in training anapprentice only to have him recruited
by another company near or at the end of training.

Company representatives offered a variety of solutions to these problems. Arhong the
suggestions were:

~ * a frial period during the first six months of in-school training during which an
apprentice could “try out” a variety of trades and then choose the one best suited to
his aptitudes and interests for specialisation.

* govemment wage subsidies or training aliowances for apprentices. There was some
difference in opinion as to whether government support should go directly to the
apprentice in the form of a subsistence allowance, or to the training company in the
form of a wage subsidy which would be supplemented by the employer, but all

agreed that financial assistance would encourage companies to train more
apprentices and reduce attrition rates Moreover, there was strong opinion that
financial support would help to raise the status and appeal of technical training,
thereby attracting a higher calibre of student to the trades.

* some form of indenture protection in labour law that would prevent a company from
“poaching” another company’s apprentices during the training period. Therewas

- consensus that this “would encourage companies to invest more resources in
apprenticeship training and help to ensure tha! onlv those students serious about
learning a trade would indenture themselves © & company.

All of these suggestions relate to improving the motivation -and resources of VTC
apprentices to begin and complete an apprenticeship program.

Those companies that do not employ trades workers in the occupations for which VTC
provides training, or who do not train VTC apprentices, have little knowledge or
recognition of VTC's role in preparing young pecpie for employment. When asked about
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the quality of VTC graduates many admitted that they do not know whether or not they
empioy any VTC graduates.

Entry level workers are not usually hired because they have a specific education/training

“background and credentiais. The hiring practices of most of the companies interviewed
suggest that entry level recruitment normally cccurs through personal or business
contacts or through the recommendations of current empioyeés who have afamily
member or friend who is available for work. Again, motivation to leam and personal
characteristics such as reliability, loyalty, and willingness to work hard were mentioned
as the most important hirihg criteria.

Whatever the scurce, most of the company representatives interviewed said that they
must assume that graduates from the TVET system have little theoretical knowiedge and
few practical skills and therefore they must provide most of the required training in the
workplace. Many said that it takes about one year of on-the-job training before a new
employee becomes fully productive. In this respect they believe the Jordanian system of
TVET does not have the relevance, quality, or efficiency of TVET systems in some of
their competitor countries. Many of those interviewed had experience training and
working in other countries (including ltaly, Germany, Russia, The Ukraine, Israel, and the
USA) and therefore they were able-to make comparisons of the Jordanian system
against other forms of TVET in other countries.

There was also little recognition or differentiation of VTC's other programmes and
services such as extension services, safety and health training, consuiting services, or
its work in labour market pianning and occupational classification. Many company
representatives mentioned that they had been active in providing in-service training for

. employees, and had brought in external consuitants and trainers to assist with various

projects. None recalled using VTC resources for these purposes, and all agreed that
VTC needs to do a better job in communicating its services to the private sector.

6.1.2 Findings and Commentary

The study team was struck by the consistent opinicn expressed by virtually every
company interviewed that Jordanian workers do nct 'want to work in the technical
occupations for which VTC provides training. The low status accorded to trades workers
in Jordanian society they say, inhibits the recruitment of capable and motivated students
~ into trades training and resuits in significant attrition of trades trainees and workers into
other occupations or to other countries where their skils are accorded higher social
status and/or better wages. Employers believe that young people enter trades training
~only as a last resort and then often leave as soon as a better opportunity becomes '
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available. - Several of the VTC -graduatés interviewed: by the study team on other
occasions supported this opinion in stating that their career aspirations involved
emigration from Jordan to anather count:y in search of better wages and working
conditions. = @
&

In this context, employers seemead not to recogmse thelr own culpability in contributing to
the problems of status and attrition. Clearly, the low (or non-existent) wages paid to
apprentices is a major cause of attrition. The study team observed apprentices in some
workplaces performing low level tasks unrelated to their trades training, and several
employers admitted to using apprentices for any low-skilled work that needs to be
performed.  This kind of exploitation does nothing to raise the motivation of apprentices
nor the status of trades occupations.

The employer suggestion of govemment financial support for wages, and protection
against poaching might .indeed improve the motivation of trainees and reduce attrition
rates during training, but uniess such incentives are accompanied by strict monitoring of
on-the-job training content, and the regulation of minimum wages to be paid by the
employers of apprentices, these measures would likely be ineffective.

Experience in other jurisdictions has -shown that wage subsidies for specific kinds of
workers often have negative impacts on existing workers and do not often result in
improved employability, retention, or status for the target group. Subsidies for workplace
training can be more effective, especially if the subsidies relate only to the incremental
costs incurred in training (e.g., the expenses of training facilities, materials and supplies,
train-the-trainer costs, etc.), accompanied by close monitoring and control of training
content and format. Wage subsidies have not generally been found to be effective in
increasing either the quantity or quality of on-the<job training, and can often lower the
employment status of the workers who are subsidised.

Another major observation made by the study team was the low level of recognition and

'defferentlatIQn accorded to VTe -activities by the- employer Communﬂy There seemsto

be little awareness of VTC's various mandates or knowledge of how VTC training is
different from that of the comprehensive secondary system or the community colleges.

Those employers selected by VTC training centres for interview by the study team were
always those who were active in training VTC apprentices and often those who
participated on VTC advisory committees. Therefore, they were familiar with VTC's role
in apprenticeship training, but ofien were not aware of other VTC activities such as
~continuing  education services, health and safety training, supervisory training,
consultancy services, etc. Those who did not have a specific relationship with VTC
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training centres, seemed entirely otiivious 1o VTC's role in the labour market. Clearly,
there is an urgent need for VTC fo improve its marketing efforts to raise the awareness
of the employer community and the population atlargs of its role in the labour capital
formation system. ' |

Fihally, the study team was struck by the seemingly underdevelbped,'stmctures availabie
in most companies for the recruitment, classification, management, and training of
employees. Even in the larger and more sophisticated companies interviewed, there
seem to be few formal human rescurces pianning, management, and development
systems.  Most of the companies interviewed did not have formal recruitment practices,
written job descriptions for all empioyees (especially at the lower leveis) or explicit
policies and practices for employee fraining, compensation, performance management,
or promotion. ’

This situation may result from the over-supply of skilled workers that has characterised
the Jordanian labour market for many years. When there is an over-supply of any
resource, there is little incantive to manage it carefully. Nevertheless, as the Jordanian
economy becomes increasingly market-driven and globally oriented, companies will face
a critical need for improvement in human capital management. Clearly there is a need
for a national agency to stimulate awareness of these issues and to provide support for
capacity building in human resources planning, management and training among
private sector employers in the Kingdom.
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6.2 lIssues and Trends in Labour Capital Demand

There are a number of inexorable trends in iabour marke! demand affecting all countries
that wish to compete in the global market piace. This section of the report identifies some
of these trends and examines how they will affect labour market demand and the
expectations of the Jordanian TVET system in the immediate future.

127



6.2.1 The Giobal Workplace

It is becoming increasingly difficult for national economies (and the systems that support
them) to protect themselves from global competition. The clear trend is toward reducing
government regulation of national economies and the dismantling of trade bariiers and
the encouragement of free flow of capital, products, and services across intemational
boundaries.

In keeping with this trend, the Government of Jordan, in its national Economic and Social
Development Plan for 1993 to 1997 declared its intention to reduce the role of
Government in direct production and enhance the role of the private sector through
improving incentives for domestic and foreign investment. The Plan further elaborated
on extensive plans to raise export capability and reduce excessive protectionism of
domestic products. These plans have been implemented through a variety of measures
including, most recently an agreement of asscciation with the European Union.

Jordan’s businesses and industries are convinced that they can compete with the best of
their counterparts in the Middle East and Europe and many are achieving or preparing
for ISO certification to demonstrate their capacity to meet international standards of
productivity and quality. To compete successfully with the best in the worid, they must
be confident that their suppliers of goods, services, and human resources, also mest
intermnational quality standards.

As outlined in Section 6.1, Jordanian companies consider the outputs of the basic
education system, and the university system to be “world class”’, but many of the
companies interviewed expressed doubts about the quality of TVET outputs and
uncertainty as to how to improve the management of human capital.

6.2.2 The Growth of Technology

To be competitive in the global market place Jordanian companies must adopt new
production and information technologies to improve quality, productivity, management,
and control functions. Many of the company representatives interviewed admitted that
they had been slow to introduce new technologies for a varety of reasons. An
abundance of labour and comparatively low wage rates, particularly for “guest workers”,
have served to discourage investments in production and information technologies.'
There is a recognition, however, especially among those companies competing in
foreign markets that Jordan will not be able to rely on “cheap labour” for its competitive
advantage. Issues of quality and productivity are driving Jordanian companies to adopt
more aggressive strategies in technology acquisition and application. The impacts of
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technological change must be taken into consideration by the TVET system in planning
for the future.

The most important consequence of the introduction of technology is the growth of highly
skilied, knowledge-based jobs and the decline of traditional skilled and trades level jobs.
Job~ with very low skill requirements such.as cleaners, construction labourers, and
service workers are less affected by technological change. Itis the expected decline in
demand for workers at the semi-skilled level that the TVET system must take into
‘account in planning its capacity, and its programme structure and content.

Already Jordanian employers are complaining about the lack of workers with the skills to
adapt to new technologies. When asked about their human resources needs, most of
the company representatives said that they had little difficulty in finding very highly skilled
- workers such as engmeers and accountants, or low skilled workers such as Iabourers

level. This trend Is expected to accelerate as companies acquure new technologles

Currently, when mtroducmg new technologles Jordanian companies often send senior
staff abroad to be trained by a partner or parent company, or the manufacturer or
supplier of the technology. Then the trained employee retumns to lead the training of the
workers who will use the technology. Sometimes trainers are sent to the workplace by a
partner or parent company or the technology vendor to provide on-the-job training and
technical support. This has the effect of creating a dependency on outside sources to
manage the technology transfer process and te maintain and repair systems. This
resuilts in increased costs and decreased return on technology investments.

The other major impact of technology adaptation is the need for perpetual learing by
existing employees. Increasingly, companies require employees who can adapt easily to
technological changes and who are able and wiling to leam new processes and
technologies quickly. Several company representatives complained that Jordanian

workers are often inflexible and assume that once trained and hired, they will have a job
for life. Few employees they say, take responsibility for their own skills development.
Compared with many industrialised nations there is low participation by Jordanian
workers in continuing education programmes. Several company representatives said
that the TVET system needs to do more to instill a culture of perpetual leaming and offer
more continuing education opportunities for workers at all levels.

It is a widely held view that computer literacy will soon become a fundamental
requirement for all workers in semi-skilled or skilled positions in all sectors. Companies
do not expect TVET graduates to be experts on the specific hardware or software used
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in their organisations, but they believe that it is the role of the education and training
system to equip students with basic understanding of computer technology and the use
of various standard applications. The introductior of workplace technology could
become much easier and more effective if a greater number of employees had basic
computer skills to use as a platform for more advanced skills development. It must
become a major goal of the TVET system to ensure that all graduates of the system are
computer literate. In the workplace of the 21st century, computer literacy will be equally
as important to success as are reading, writing, and computation skills.

Admittedly, most of the Companies participating in interviews and focus groups were
larger, progressive companies in the formal sectors of the economy. In interviewing VvTC
graduates it became clear that a large proportion were self-employed or working in small
informal enterprises in which the introduction of technology occurs at a much slower
rate, and where the impact of new technology is much less dramatic than in large
organisations.

it will continue to be a significant challenge for the TVET system to prepare students for
successful participation in the new giobal economy. while ensuring that they leave the
education/training system equippéd with a broad range of traditional skills to meet the
requirements of self-employment or work in small, informal enterprisés where much of
the Kingdom’s employment creation will continue to occur. The recent work of the VTC
Extension Services in the design and delivery of consultancy and training services for
small and medium-sized enterprises is seen as very positive. Employers see a growing
need for similar services not only for managers and highly skilled workers, but also for
lower skilled workers. Clearly, VTC needs to do more to raise awareness of its capacity
to deliver these services.

6.2.3 The Changing Structure of Jobs

In the post-industrial economies of the world, the concept of work and the structure of
jobs are changing rapidly. Former occupational boundaries are rapidly becoming
obsolete as various components from different jobs are combined in new, more flexible
configurations of tasks and responsibilities. A clear example of this trend is in office
‘support occupations. Formerly, there were clear occupational specifications for the
responsibiliies of stenographers, office clerks, secretaries, receptionists, telephone
operators, and data entry operators. Gradually, the boundaries of these occupations
have been blurred or eliminated. With the advent of modem office computer and
communications technologies, support functions have be’én‘ integrated. Workers in
support functions have responded by becoming multi-skilled and multi-functional.
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Similar integration of functions is changing the composition of occupations in many
sectors and industries. The integration of mechanical and electronic components in
‘manufacturing equipment, for example, is driving an integration of mechanical and
electronic maintenance functions. The integration of functions has always been a
requirement in small enterprises. The welder who aiso has carpentry skills or the
carpenter who has welding skills has always been in demand by small construction or
renovation companies. As the small enterprise sector becomes a more important
generator of new jobs, a greater number of workers are finding it a distinct advantage to
be multi-skilled.

The transformation in the organisation of work outside of traditional systems of
occupational classification has important implications for the work of VTC in developing
an occupational classification system. The development and reguiation of a traditional
occupational classification system is not consistent with the transformation currently in
progress in the organisation of WOrK.

The workplace of the 21st century is not likely to employ individuals in standard, tightly
deﬁned job classifications, but rather in teams of workers with unique compinations of
skill sets that are assembled to accomplish specific goals. In such an organisation,
teams of workers are assembled areund the needs of a specific custormner or a specific
project. Individuals work cross-functionally to accomplish tasks and solve probiems
rather than in a hierarchy of occupations and roles.

These factors need to be taken into account by planners in the TVET system. The
current programme offerings by the major training providers in Jordan are very
specialised and provide skills development in narrow bands of each occupation (see
Sectior. 4.3.1). The study team observed trainees working mostly on individual projecis
to demonstrate very specific competencies such as welding window frames, rather than
in cross-functional teams that would deveiop an appreciation for how individual tasks fit
together to create a high-quality finished product or a valuable service.

The current structure of training therefore is not consistant with trends in the way jobs will
be organised in the workplaces which graduates wiil enter. In programme reform
initiatives consideration ought to be given o restructuring of programmes around the
generic skills required by sectors of busmess/moustry or clusters of occupations.
Trainees need to have experience studying with and working with counterparts in related
or unrelated specialisations so that they will gain an appreciation of how various
functions must work together to produce a quality product or deliver integrated services
for custormers. Subjects such as conflict management and group dynamics should be
&n Imporiant component or all programmes.
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6.2.4 Cccupational Mobility

Decreased job stability and greater labour force mobility are also important trends
influencing labour market demand. Labour markets are de-stabilised by a number of
changes and cycles that are happening with increased rapidity. ‘These include political,
economic, social, and technological forces that influence the demand for both the
quantity and characteristics of workers in the labour market.

Most workers today make five major occupational changes, as well as several smaller
job adjustments during their careers. It is becoming rare to find a worker who has
trained in a given occupation and continued on a straight career path until retirement.
Even in Western European countries such as Germany, with strong traditions of labour
market and occupational regulation, there is increasing mobility among occupations. Dr.
Jon Lauglo, ‘Director of Research for the Norwegian Research Council for Science and
Humanities in his paper “Vocational Training Policy: International Issues’, cites
Scandinavian tracer studies showing that only about 25 percent of vocational training
graduates pursue the trade in which they were trained. This trend is likely to accelerate
as labour market stability decreases.

Tracer studies of graduates from many TVET systems around the world confirm that a
large proportion of graduates do not continue for long in the occupation for which they
have trained. This has led policy makers to question the cost-effectiveness of TVET in
comparison to general academic preparation of students. TVET is a more eXpensive
altemative to general education because of the necessity of providing specialised
equipment, facilities, instruction, and work placement. Yet many studies have shown
that graduates of general education programmes have an equal or better rate of
success in the labour market than do vocational school graduates.(Middieton, p.50).
" When tracer studies find that a large proportion of graduates who have been trained at -
considerable expense in specific occupations, do not practice those Qccupatiqns, the
return on investment is questioned. | |

In Jordan there has not been sufficient attention paid to following TVET trainees as they
make the transition into employment and make career choices. Tracer studies have
been sporadic, fimited in scope, and inconsistent in methodology and taxonomy of
occupations. - Nevertheless, there is strong anecdotal evidence that suggests significant
occupational attrition, especially among trades workers. (See Section 4.6.3)

This trend has caused TVET planners in many parts of the world to transform the
fundamental paradigm of skills training. Policy makers, administrators, instructors, and
students/trainees in the system must now assume that it is unlikely that graduates will
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practice the specific job skills they leamn during trainiriézliL"I'ﬁi;:te;a:ci:S‘f%:a:’égl‘.i?ﬁi‘r’ig that the
- purpose of the system is to prepare students for careers in spec:ﬂc occupatlons they
must now assume that the job skills leamed in a programme are merely the vehicle for
mastering the knowledge and skills required in a wide variety of future occupations jobs,
and task combinations, many of WhICh do not yet exist.

The futile rush of training institutions to keep up with the ever-accelerating rate of labour
market transformation by inventing new programmes and specialities and acquiring new
. technologies is replaced by a concentration on student/trainee mastery of higher-level
technical, vocational, problem-solving, and information ‘management skills that can be
applied across general industrial sectors and broad ~occupational groupings. The -
objective is to facilitate, rather than to impede, labour market mobility as the demands of
the labour market change. Under such a paradigm the subject matter for training may
continue to be occupationally oriented but the intended outcome is not the mastery of a
. hierarchy of skilis in a narrow occupation but rather the. mastery of competencies
-required to gain entry to a broad sector of economic activity and then to be able to move
easily from job to job in and around that sector or occupational family.

6.2.5 .The Ascendancy of the Information and Services Sector

In post-industrial economies the vast majority of jobs will be created by the information
and services sectors rather than in the goods production sectors. The proportion of jobs
in agriculture, mining, processing, manufacturing and construction occupations is likely
to continue to decline worldwide owing to technology innovations that reduce the
manpower required to produce commodities. Meanwhile, the demand for workers in
- Occupations that support health, education, financial, information, entertainment, and
personal services is likely to continue to increase woridwide.

TVET systems that limit themselves primarily to the preparation of manpower for the
goods production sectors will gradually have a less important role in workforce

“development and leave a maijor gap in the skills training required for grong sectors of
the economy.

In Jordan, the proportion of workers in the services sector is not likely to rise as quickly . .
as in more industrialised economies. Jordan traditionally has been a service-oriented
economy. Approximately 65 percent of GDP is generated by the services sectors
compared to an average of 50 percent for lower middie-income countries. Employment
in the commodity sectors fell from 37 percent in 1979 to 25.1 percent in 1991, while
employment in the services sector rose from 63 percent in 1979 to 74.9 percent in 1992.
(Ministry of Planning, Economic and Social Development Plan 1993-1997, p.37)
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Approximately 50 percent of Jordanians are now employed in public sector employment
alone. Even if public sector reform results in an decreasing number of public sector
workers, it is likely that the workers currently employed by government would be
absorbed into private sector organisations created to provide services formerly delivered
by government.

Jordan’s situation is unique in that it has exhibited the characteristics of a post-industrial
economy for many years and is only now implementing concerted industrial
development strategies. If successful, current government policies aimed at
strengthening the goods production sectors may . alter the balance of labour market
demand, thereby stabilising the demand for -service and information workers while
stimulating an increasing need for workers in the goods production sectors. While
many othéi countries project a major increase in the proportion of workers employed in
the services and information sectors, it is likely that the Jordanian labour market will
remain stable in terms of the proportion of workers required in the various major sectors
of the economy.

There is, however, growing homogeneity in the skills required in the information/services
sectors and the goods production's sectors. The distinction between technical jobs and
non-technical jobs is rapidly becoming blurred as the skills required in information and
service occupations become more technical, while the skills required in goods
'production become more service and information oriented. For example, health care
workers increasingly require higher levels of technical skills to manage increasingly
sophisticated medical technologies while factory workers require higher levels of
customer service, communications, record keeping, and interpersonal skills to work in
self-directed teams in a “total quality’, customer-focused production environment.

Therefore, the distinction between technical education and non-technical education is
likely to become less important. Educational planners need to take these factors into
consideration when developing structures and designing programmes aimed at
preparing young people for the future needs of the labour market.

6.2.6 The Increasing Role of Small Enterprises

An increasing percenfage of the workforce throUghout the world is employed by small
enterprises (those with fewer that 50 employees). Indeed, the fastest growing source of
employment is among enterprises with fewer than five employees. In Jordan it is difficult
to quantify employment in this “non-formal” sector because surveys usually do not
include enterprises with fewer than five employees. Nevertheless, in interviews with VTC
graduates conducted in five training centres it became clear that a large proportion were
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“self-employed or working in very small enterprises. As this is a substantial market for the
TVET system it is important to understand the characteristics of employment in small
enterprises so that structures and programmes can be designed to prepare students for
self-employment or paid employment in very small enterprises.

Among the features that characterise self-employment or work in small enterprise are:
concentration of demand in the services sectors: By far the largest segment of the

small enterprise sector is that of services--retail services, hospitality services,
business services, residential and automotive services, and personal services.

the need for multi-skilled workers: In small enterprises it is likely that each employee
is required to perform more than one function using both technical and non-technical
skills.

‘the need for flexible wquers: Employment in small enterprises is often much less
stable than work in large companies. Employment is often unstable in terms of
regulation, recruitment practices, wages, working conditions, and job security.

the need for high levels of customer service skills. in small enterprises it is likely that
most employees have direct customer contact. Therefore, success often depends
as much on communications, marketing, and interpersonal skills as it does on
technical proficiency.

In reviewing the structures, programming, and delivery of Jordan’s TVET system, the
study team found littie recognition of the employment realities that graduates will face on
graduation. In planning reforms in the TVET system, decision-makers must recognise
that a large proportion of graduates will be self-employed or employed by very small
enterprises and establish structures and programme components to facilitate entry to,
_and success in, the non-formal sector. For example, courses in starting and operating a
small business might be a required or optional component in all technical/vocational

curricula. Employability skills such as communications, customer service, job search
skills, and personal management skills should be integrated into the technical/vocational
curricula.

6.2.7 The Quality Imperative

The shifting paradigm that is driving all of the other trends in the productive sectors is the
'ascendancy of quality as the competitive advantage of companies and national
‘economie's. Ever since the theories of J. Edwards Deming revolutionised Japanese
manufacturing in the 1960's, companies have sought to emulate and improve the
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processes that catapulted Japanese industries into pre-eminence in many sectors.
including automotive design and assembly, consumer electronics, and computer
hardware.  Since then, other countries with an abundance of human resources, but few
natural resources (including South Korea, Taiwan, and Singapore) have prospered
through national policies designed specifically to support quality initiatives in
manufacturing. Quality principles and systems have gradually been adapted to the
information and services sectors and now form the central paradigm of all competitive
organisations and expanding national economies. | '

It is not within the scope of this é.tudy to detail the implications of this transformation nor
to assess the status of the Jordanian economy with respect to its progress in adopting
the quality paradigm. It was, however, made clear to the study team in interviews with
company representatlves that quality goals are central to the strategies of many
Jordanian companies, especially those engaged in export activity. As more Jordanian
companies enter the global market place, the goal of total quality and the need for

national sysfems to support this goal will drive private and public sector initiatives.

‘Nor is it within the scope of this study to detail how the TVET systems in Japan, South

Korea, Taiwan, etc., were re-invented to support national economic transformation.
Clearly, TVET models cannot be imported successfuily from one country to another
without modifications to adapt to differing stages of economic development and to
different environments and cuitures. Nevertheless, there are some common
characteristics of TVET systems designed to support continuous quality improvement.
These characteristics include:

 recognition of the importance of technical workers to economic success and &
__conscious and concerted effort to raise the statuevvof skilled workers and the systems
that train them;

o the establishment of close partnerships among industries, governments, labour
unions, sectoral associations, and educational institutions to develop and maintain
efficient and effective education and training systems. Whether the TVET system is
focused on comprehensive vocational education institutions, specific vocational
training schools, dual system apprenticeships, private schools, public schools or
workplace-based training, there is a recognition that all labour market partners must
have influence in the structures, programmes, and access policies of the system;

» the recognition of quality principles by the TVET system. One of the main principles
of quality improvement is that all the suppliers of goods and services to a company
must adhere to the similar quality standards. This principie has driven quality
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rmprovement rnmatnves among TVET provrders that seek to meet the needs of the
employers of thelr graduates '

. : e o
3 As more Jordanlan companles pursue the principles of quahty management there will be

. increasmg pressure on TVET institutions to adopt similar goals and methodologies to
. improve the quahty of processes and outputs.

6.2.8 Issues and'Trends in Labour Capital Development: Key Observations

6.3 Quantitative Indicators in Labour Market Demand

' Most labour market research m Jordan has been reiated to the supply side of the labour
market, dealing with issues such as how to improve the quality, relevance and

‘ effectlveness of the education and training system and its component parts. Issues of
labour market demand have been somewhat neglected. Yet a major indicator of TVET
success is its contribution to the achievement of labour market equrllbnum

The determination of employer needs for skilled workers is a complex undertaking in any
labour market. especially for those that rely on institutions as the primary focus for skilis
development. One might think that a ‘simple market research survey of employers to ask
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?}:-f'_'t‘hejrr needs will result in a list of skills they will require and the number of workers they will

g ..,...’.e,mpioy. in each skilled occupation. In fact, most employers do not undertake any kind of
o internél»"ne'eds analysis, nor prepare any projections of manpower requirements.

- There are so many variables to. oonsider when projecting needs for skilled labour that
f ‘most companies simply | ignore: the issue and hepe that the vocational training institutions
| will somehow *know what therr needs are and produce the nght number of graduates, at
‘the right time, wrth the right Skl"S to meet - their current and future human resources
requirements.  When the training system graduates the wrong number of trainees, with
the wrong. skills, ‘at the wrong time, labour market equilibrium is lost, graduates cannot
find: employment, and employers compiain that they cannot find workers with the skills to
meet their needs.

6.3.1 Souroes of Quantitative Labour Market Demand

A number of efforts have been made during the past several years to quantify and
forecast Iabour market demand for skilled workers in the Jordanian economy.

Labour market demand projections using standard manpower planning techniques are,
however, notoriously unreliable. - Jordanian studies have focused on quantifying
demands in broad sectoral classifications and occupational groupings rather than on
specific occupations- and skills requirements. Therefore, they are of limited value to the
training system’ in quantifying specific training needs or in developing quality output
indicators and evaluati‘ng resuits.

A 1995 study by the Ministry of Planning and the UNDP, Matching the Qutcomes of the
Educational System with the Labour Market Needs to Serve the Goals of Expanding the
Economic_ Productive Base, using data from the 1993 national household survey
- (Manpower, Unemployment and income Survey) developed projections of labour market
needs to the year 2000. Projections are, however, based on sectoral heeds (ie., the
number of workers required in primary, manufacturing, processing, etc., sectors), and by
the number of graduates who. will be required in various specialisations (e.g.,
commercial, engineering, social sciences, heaith scierices, etc.). There is no attempt to
quantify occupational or skills. requirements. The report notes, however, that
approximately 75 percent of new jobs will be for non-specialised (uhski‘lled)ilabour" '

The VoCationaI Trarnrng Corporatron has ‘been more successful in quantifying the
' -demand for skilled workers ‘in the occupatrons forwhrch it provides training. In a 1991
. project; the Corporatron surveyed 1,510 enterpnses in the industrial, hotel and
.restaurant bakery, and pnntlng sectors to determrne their employment and tramlng




practices, as well as to forecast their requirements for workers at basic occupational
levels to 1993 The survey showed that the 1,510 enterprises intended to hire 15,991
workers at basic occupational levels between 1991 and 1993. ’

.However, the results provide estimates only in occupational classifications rather than at
the level of specific job titles. Hence, we learn that there will be new jobs for 185
welders, but there is no information about what kind of welders will be needed. Similarly,
we learn that hotels and restaurants will need to hire 2,087 food production and service
workers, but there is no information about the skills that will be required of these workers;
nor is it within the scope of the study to forecast demand for other occupations required
in these sectors. The report notes that only 25 percent of respondents were willing to
‘make any forecast of human resources requirements. * As a result, the forecasts are
based on a sample of only about 380 enterprises across three major sectors of the
- economy. Furthermore, the demand projections do not take into account those needs

‘A larger study by'VTC in cooperation with the Ministry of Planning, the Ministry of
Education, the Ministry of Labour and The Amman Chamber of Commerce, Training
Needs_ Study in the Basic Occupational Levels in the Productive Industries Sector
conducted in 1994, provides a more- complete projection of manpower needs for the
period 1995 to 1997. 2,500 mostly small to medium sized organisations, (public, private,
and independent enterprises) were surveyed. Questionnaires were completed by 1,806
,'_organisations across a wide variety of sectors.

?

~ The results are particularly useful because needs are identified n some speciﬁc
occupations.  For example, in the carpentry trade, the projected demands for workers in
the specific occupations of fumiture making, building renovation, decorating, and
upholstery are estimated. However, requirements in the food industry are not provided

- at the occupational level. There is a lack of consistency in defining occupational leveis
- and characteristics across sectors. The survey limits its scope to basic skill levels in

'f—occupations'*'end*sectorS*’for*whi'ch' ‘VTC provides training. Therefore, the focus is on

defining needs from the viewpoint of the provider rather than the customer.

A study by the National Centre for Educaiiena! Research and Development, in
cooperation with the U.S. Agency for international Development, An_Assessment of
Vocational and Technical Education in Jordan, (13892), used 1990 data compiled by Dr.
Fathi Arouri and graduate students from the University of Jordan to examine employer
~and employee views on Jordan's labour market and to forecast demand for skills
required by empioyers. The report contains a list of occupations in which growth is
expected (Table 11-10, pp. 11-20), bui the authors admit that the projections are &

139



“mere guesstimate”. “It is”, they conclude, “ impossible to accurately predict skilled
manpower needs by secior because of two major factors: (1) many trades or
occupational skills appear in many different sectors, e.g. mechanics, welders, and
secretaries appear in all industries; and (2) available data exciude 50% of the work force
involved in small enterprises, many of which involved typical skilled trades, e.g.,
carpenter, piumber, electrician etc.” (p.3)

"A recent (1996) report by the Higher Council for Science and Technology, Study of
National Scientific_and Technological Requirements and Potential, Phase | surveyed
3,036 large and medium-sized institutions, both public and private, and achieved a

| response of 2,115 respondents. The survey is particularly valuable because it links
training needs to the “technical problems” that are being confronted by Jordanian

'organisation$ in meeting their goals for quality management, marketing, product
development, etc. This methodology reinforces the principies that employers are the
customers of the educationftraining system, and that the outputs of the system
contribute to the achievement of organisational and economic goals.

The survey concems itself only with broad categones of training (e.g. commerciai and
management sciences, engineering sciences, crafts, vocations and trades, etc.), and
therefore provides litthe - insight into the specific skills required to meet the goais of
Jordanian employers. The research methodologies applied in this study, could however,
be applied at a more micro level to determine the specific skills required in the labour
market.” ’

6.3.2 Commentary on Labour Market Planning Systems

The foregoing research studies have been undertaken to develop an understanding of
the dynamics of labour market demand and to forecast the needs for skilled labour in the
Jordanian economy. These studies, have, for the most part used traditional manpower
planning techniques that calculate the number of workers expected to be graduated by
education/training providers and the number of workers that are expected to be required
in each sector. The value of these studies has been limited by lack of a consistent
national system of occupational classification and by lack of consistent research
methodology.

Research has been conducted in a piecemeal fashion to meet the forecasting needs of
particular sectors or training/education providers. in the absence of a nationai labour
market planning agency with a mandate to monitor the entire labour market on regular
and consistent basis, .it impossible to aggregate data from one study to another or to
aggregate demand across occupations and sectors.
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- The lack of a consistent national system of standard occupational classification also calis
into question” the validity of source data. One employer will often define a specific job
title to mean something quite different from another employer. For example, the job titles
‘carpenter” or “maintenance worker’ or “food production worker” can have many

_ different definitions depending on the nature of the sector and the organisations in which

: these occupations are employed. The terms “skilled”, ‘highly skilled”, “craftsman”, etc.,

~are relative terms that are highly subjective and carry different meaning depending on

“the sector and company using the terms.

Organisations have different ways in which to organise tasks into jobs, work units, and
. hierarchies. Clearly, the ways in which tasks are organised varies significantly from
“informal to formal enterprises and from small to large’ enterprises. Generally, as
i 'orgamsatlons become more formal and/or grow in size, or acquire advanced technology,
" the more highly organised and specialized the job classifications. Few organisations,
| however, have sophisticated intemal classification systems or skills inventories for each
" occupation they employ. Therefore, when presented with a question related to their
needs for specific occupations, without at the same time presenting a standard
occupational taxonomy, there is a strong likelihood that respondents will provide data
- that cannot be aggregated with any degree of reliability.
Training institutions aiso organise leaming in a variety of ways to conform to their
understanding of the organisation of tasks that graduates will be expected to perform in
employment. The resulting curricula will achieve intended goals only if the curriculum
~ developers have a clear understanding of how occupations are organised among the
employers of their graduates. Curricula must also be sufficiently flexible to adjust to
changlng pattems of occupational design as changes occur due to increasing
formalisation, introduction of new technology, developments in business organisation
and management, or growth in size or sophistication of employers. Generally, however,
changes in labour market demand occur so quickiy that training institutions cannot
-poss:bly anticipate and adapt with sufficient speed to meet the specnﬁc SklllS
requirements of their employercustomers N -

For these reasons, standard manpower planning techniques have generally failed to
provide ciear and reliable data to assist in the planning of training capacity and content.
This is particularly so in Jordan because of the absence of a recognised standard
system of occupational description and classification across ail sectors and occupations.
Nevertheless, the development of such a system would not, in itself, be sufficient to
remedy the situation. Many countries, recognising the futility of traditional manpower
planning exercises, have replaced these studies with more flexible methods of labour
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market monitoring and forecasting. Under these systems, a central monitoring agency
undertakes studies of labour market indicators including:

» household surveys (number of unemployed by occupation, educational level and
_ length of unemployment) '

« surveys of sectoral and professional associations

« analysis of trends in “help wanted” advertisements and recruitment activity

» graduate employment tracer studies

¢ monitoring and analysis of work permits for foreign labour

e wage surveys

e analyses of contracts conciuded through collective bargaining.

When these studies are conducted on a consistent and reguiar basis, trends can be
established to identify skills that are experiencing increasing demand and those in which
demand is decreasing. Help Wanted advertisements are useful not only in indicating
demand in occupations but also in identifying the specific skills and qualifications content
of high-demand occupations. Similarly, sectoral and professional association are
particularly useful in identifying changes in the skills content of occupations employed in
specific sectors or occupations. Trends in salariesfwages paid in the private sector and
foreign worker pemits are strong indicators of supply and demand. To be useful,
however, monitoring must occur on a quarterly (or preferably monthly) basis, using
standardised research methods so that trends can be established and tracked over
time.

Labour market monitoring and trends analysis provide higher quality and more useful
labour market information than do traditional manpower planning techniques. Moreover,

_labour market. information collected in this way has broad application to a variety of

- government, education, and corporate functions including:

'« education and career counselling

o human resources planning in companies
« collective bargaining and labour relations
¢ social planning

« educational planning

e economic planning.

Another productive way to collect labour market demand information is through the
provision of consulting or financial assistance to enterprises by govemment and/or
training institutions.  In many countries, governments and training systems provide free,
or subsidised consultancies to the private sector in return for information about human
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resources needs, issues, and trends.: Sometimes, subsidies or other incentives-are
provided for recruitment of specific target groups or for on-the-job training services. In
return, the employer provides a wide range of data that is collected and aggregated to
inform labour market planning. This is a particularly useful strategy to collect information
from small enterprises that need assistance or financing to solve business problems or
to upgrade the skills of current workers.

6.3.3 Quantitative Indicators in Labour Market Demand: Key Observations

onomy ef oocupairons or skilis”

arket planmng methodologles that have proven to
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7.0 Labour Capital Formation Systems and Strategies

Since its inception in 1976, VTC has grown in the scope and volume of training activity
and also in terms of its participation in related labour market activities. VTC has added
occupational classification, testing and certification, participation in labour law
formulation, and, in the absence of capacity elsewhere in the country, has attempted to
gain insight into labour market demand and analysis.

This has led to the tacit assumption of responsibilities by VTC for issues which relate to
the national labour capital formation agenda. Those responsibilities have, however,
been assumed in the absence of a nationally coordinated policy framework and without
the provision of adequate resources. This has diffused the Corporation’s focus and its
resources and also has serious implications for the national economy inscfar as the
various elements of a labour capital formation system remain undeveloped and
uncoordinated.

Section 6.0 discussed the wider question of labour market dynamics, and the increasing
imperative for national economic planners to understand those dynamics, as human
capital begins to take precedence' over natural resources and financial resources, in
terms of economic growth. This section of the report regards labour capital formation as
a system, and discusses the question in the context of the present situation in Jordan
together with its impact on training providers.

In order to evaluate the sustainability of the present system in Jordan, a sustainability
assessment methodology is adopted using the Bellagio principles. This assessment
provides clear pointers to actions which need to be taken to accelerate and enhance the
development of tools which will assist in achieving system efficiency.
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7.1 Elements of a National Labour Capital Formation System

For the purposes of this discussion a national labour capital formation system is
considered to comprise of the following elements.

Tests and
Certification
Occupational [ Labour Law j
Classification

Labour rLabour Markctj

Capital \__Information

Employment
Services

ESkills TrainingJ[

[Career Guidance

{_ Basic Education )

This section of the report discusses each component and its relationship to the other
elements of the system.

7.1.1 Basic Education

Basic education is the foundation required for entering employment, skilis training or
post-secondary education. It includes fundamental knowledge, skills and abilities,
including communications, numeracy, critical thinking, and problem solving, team work,
responsibility and initiative, and independent learning.  People develop these

proficiencies through primary and secondary education, improving their fiteracy and
language skills, and through work experience.

7.1.2 Career Guidance

Career guidance services help individuals to make informed decisions about their
education, training, career, and employment choices. Individuals with a sound career
plan will select programmes in which they are most likely to succeed and proceed to the
type of employment that is best suited to them. Career guidance includes a broad range
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of information and assistance services such as profiles of labour market sectors and
opportunities, education and training opportunities, income levels, and expectations.

7.1.3 Skills Training

Skills training is the process by which individuals acquire the knowledge, skills, and
apilities to perform a set of activities associated with employment. This process can
occur through:

« institutional training where most training occurs at school through classroom or
practical instruction; |

» work based training where most of the instruction takes place on the job; Industry
and educational institutions work together to design, deliver, and certify training;

e industry training where employers provide specific training in processes and
practicesv'to their own employees.

7.1.4 Occupational Classification

Occupational classification provides a systematic taxonomy of the labour market. It is
based on occupational research, analysis, and consultation with industry.

The occupational classification system provides the baseline matrix for compiiing,
analysing, and communiCating information about occupations and employment. The
classification system is used for human resource planning, occupational supply and
demand analysis, the provision of labour market and career information, and related
national economic planning.

7.1.5 Tests and Certification

Testing and certification are those procedures required by regulation or by agreement

-between training providers, professional associations, and industry, which measure and
certify that an individual worker has achieved a performance standard necessary for
entry into employment at a specified levei within a designated occupational category.

7.1.6 Labour Law
Labour law comprises that body of legisiation and regulation which protects workers from

exploitation or injury and which aiso provides protection for the public good in terms of
health and safety.-
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7.1.7 Labour Market Information

Labour market information is necessary for national economic analysis and planning; to
assist in decision-making by training providers, and to assist in career and employment
choices by individuals. Labour market information systems are those processes which
use a combination of inputs from census data, sectoral surveys, employer surveys,
together with changes in national financial, economic, and political positions to signal
changes in labour supply and demand conditions.

7.1.8 Employment Services

Employment services assist employers to find and retain suitable employees and
individuals to find and maintain suitable employment. Services can include incentives to
employers to increase employment or production, wage subsidies, self-employment
assistance, job placement and referral services, and human resource planning data.

7.2 Current Status of Labour Capital Formation Systems in Jordan

This section of the report provides a brief overview of the status of each element of the
labour capital formation system in Jordan.

7.2.1 Status of Basic Education

During the past ten years the basic education system has undergone a reform process
which has added content to all grades, improved curriculum, prepared texts, upgraded
teachers, and importantly in the context of employment, has added z vocational
education componert to -all levels of the primary and secondary programme. The basic
education system is providing well prepared young people at the first point in the labour
capital formation system.

~ 7.2.2 Status of Carser Guidance

All levels of the education and training system emplov guidance counsellors, but most
have limited training in career counselling. VTC provides some career counselling
including a video that has been produced to enhance the image of vocational training
and the role of the skilled worker. No sectoral profiles are available. Labour market
demand indicators for various occupational categories are not availabie.
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7.2.3 Status of Skills Training

The introduction of the comprahensive vocational secondary programme, together with
the applied secondary programme, community colleges, private training providers and
nop-government organisations, constitute a wide variety of options through which young
people can acquire skills. As has been noted by employers and confirmed by
unemployment data, there is some qualitative and quantitative mismatch between
training supply and employment demand.

7.2.4 Status of Occupational Classification

VTC has been developing an occupational classification system for approximately ten
years but the system has not yet been adopted by public sector agencies for data
collection or analysis, workforce profiling, or demand projections. The system has not
been promoted for adoption by employers in either the public or private sectors.
.‘Consequently, no standard taxonomy or statistical information base to describe the
workforce in Jordan is in use.

7.2.5 Tests and Certification

‘Testing and certification procedures have been developed by VTC for apprenticeship
trades. Certification practices are also in place in sectors such as engineering and
medicine. Additional capacity will be needed should the proposed Organisation of
Labour Law be enacted.

7.2.8 Labour Law

Labour law currently covers areas including:

Labour Contracts
Salary Protection
Workplace Safety and Health
- Employment Counselling
Labour Unions and Syndicates.

A proposed Organisation of Labour Law could potehtially introduce testing and
certification requirements for a wide range of employees. While outside the scope of this
study, this proposed law (Annex 17) is considered regressive insofar as it will entail high
administration costs with no added value to the economy while also creating rigidities in
the labour market.




7.2.7 Labour Market lnformation

While the need for improved labour market information has long been recognised,
responsibility has yet to be assigned to an agency to iead the development of a national
system. Individual studies, sectoral surveys and occupational needs analyses have
been undertaken by training providers, economic analysts, and others. Their value has
~ been limited by the absence of an occupational classification system and the data which
'~ would be assembled within such a system.

'7.2.8 Employment Services

. Employment services are currently directed at the economically disadvantaged and tend
o be a function of extemnal funding programmes. A sustainable national employment
“services System is_difficult to design and justify in an economy with a significant labour

- surplus.

. 7.3 An Improved Labour Capital Formation System

‘While outside the terms of referencé of this study, the following section offers for
discussion purposes, a responsibility/input/output matrix which shows the interaction
between the various components of an improved labour capital formation system which
* would more fully satisfy the sustainability assessment shown in Appendix A.

The matrix which follows, draws on the analysis shown in the previous section and
indicates the roles, responsibilities, inputs and outputs of all contributing ministries and
agencies for each system component. This matrix provides the framework for a policy
discussion which would rationalise the national approach to labour capital formation.

149



Roles, responsibilities, inputs and outputs of all contributing ministries and agencies are

as shown in the following matrix beiow.

B

Basic Education

Responsibility

Ministry of Education

Career Services

[nputs - Facilities
- Staff
- Programmes
Outputs - Academic Competencies

- Vocational Competencies

- Employability Skills

Lead Responsibility
Support Functions

Ministry of Education
National HRD Coordinator
Industry

Training Providers

Inputs - Occupational Classification
- Labour Market Information System
- Industry Profiles
- Guidance Counselling

Outputs - Sectoral Profiles

_. - Career Profiles
- Aptitude Testing

- Guidance Services

Skills Training

Lead Responsibility

Support Functions

Ministry of Educaticn
Vocational Training Ccrporation
Combmunity Colieges

Private Training Providers

Non-Government Organisations
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Inputs

- - Occupational Classification.
- Labour Market Information
- Employer Defined Competencies
- Programmes
- Staff

- Facilities

Outputs

Occupational Classification

Lead Responsibility

Support-Functions

- Matched Vocational Competencies

- Employability Skills

- Supply/Demand Equilibrium

National HRD Ministry or Agency
Ministry of Planning

Ministry of Labour

Training Providers

Industry '

Professional Associations

Labour Organisations

Inputs - Industry Surveys

- Sector Surveys

- Hou,sehoid Surveys

- National Statistical Data
Outputs -

Tests and Certification

Lead Responsibility

Support Functions

Ministry of Labour

Education and training Providers

Technical and Professional Associations
Employers

Labour Organisations

inputs

- Occupational Classification
- Labour Law
- Test Design

- Ceriification Standards
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Qutputs ' - Test Data Banks

- Testing and Evaluation Procedures

- Certification Bodies and Procedures

Labour Law
Lead Responsibility Ministry of Labour
Supporting Functions . Ministry of Justice
| Ministry of Planning
Ministry of Health
Employers

Labour Organisations

Inputs - Industry Profiles

- Wage and Employment Data
- Health and Accident Data

- Employer Consultations

‘ - Labour Consultations

Outputs : : - - Labour Law and Reguiations
- Certification Procedures

- Monitoring and Enforcement Procedures

Labour Market Information Systems

Lead Responsibility -| National HRD Ministry or Agency
Support Functions Ministry of Planning
’ Employers

Training Providers

Inputs - Occupational Classification

- Census Data on Population and
Demographic Change
- NHISS Data

- Employment/Unemployment Data .-
- Employer and Sector Surveys |

- Graduate Tracer Studies

Outputs - Labour force profiles by Sector and Occupation
- Labour Market Signals

- Demand Forecasts for Training Providers
- Demand and Income Forecasts for Employment
Counselling and Career Guidance
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Employment Services

Primary Responsibility
Support Functions

Ministry of Labour
National HRD Ministry or Agency
Ministry of Planning

Training Providers

Inputs - Labour Market Information
- Employment/Unemployment Data
- Income Data
- Demographic Da‘ta
Qutputs - Employment/Unemployment Data Base

- Employment incentive Programmes

- Referral Services

7.3.1 Findings and Commenfary: Labour Capital Formation System

Using the methodology outiined in Appendix A, it can be demonstrated that the current
labour capital formation system in Jordan lacks sustainability and that a reassessment or
strengthening of roles and responsibilities is needed in some elements of the system.

Issues requiring urgent attention are those of:

designation of a ministry or agency of goverﬁment with lead responsibility for the

coordination and implementation of labour capital formation strategies in Jordan

early implementation of a national occupational classification system to establish the

basic framework and taxonomy for collection and analysis of labour market

information.

Certification.

further examination of issues relating to the proposed Labour Law and Testing and

development of a labour market information system.

Without further development of these system components and the information which
they generate. vocational education and training providers, as well as economic
analysts, investors industries, manpower planners, and others will continue to make
decisions in a labour capital information vacuum.
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8.0 Transforming Jordan’s TYET System

During the course of the study two interesting phenomena were noted: firstly, a
passionate defence of current practices, and secondly a clear recognition of
transformation in the external environment bringing about a parallel need to transform
the training system to suppert the achievement of the economic and social development
goals of the Kingdom.

This apparently dichotomous situation is not considered unhealthy. It reflects a
community with deep-rooted commitment and loyalty on the one hand, but also one
which is actively aware of the global dynamic and ready to adapt, on the other. These
vaiues provide a firm foundation for managing change. .

The foliOWing section details the various components of the change process and
discusses the study team findings. These findings are used as the basis for
recomme'r‘i&ing an action and investment programme which will address the issues,
concerns, or deficiencies identified during the course of the performance review.

[

8.1 The Change Process

The change process includes:

« a clear recogniticn of why change is needed

» 3 vision of where change should lead

« agreement on the need to adopt a systemic approach

¢ the need for leadership and coordination

« an action plan with assigned responsibilities, accountabilities, and incentives -
« implementation resources I
a formative monitoring process which ensures organisational conformity to the vision
and goals.

During the course of the study, these elements were discussed with many stakeholders.
The following sections provide findings and commentary on each element.

8.1.1 The Need for Change: Findings and Commentary '

Virtual consensus was expressed on the need for change at all levels in the
organisations of the two education and training providers and also from students,
graddates, and particularly from employers. There is general concurrence as to why
change is needed but there is divergence as to the priorities for change.
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. Change priorities inevitably vary with the point of origin. Previous studies, projects and
programmes have identified clusters of issues and paralle! clusters of recommendations
for change within the Jordanian TVET system. These issues and recommendations
have had implications at the policy, management, and operational levels. Frequently the
most difficult issues to address are the policy-related questions. This has resulted in
attempts to address lower order issues without prior resolution of policy questions.

It is clear from this experience that effective change can occur only within a hierarchical
progression which begins with the policy objectives, moves to the articulation of an
action plan, designs management and implementation structures, and finally, addresses
strategic operational issues.

8.1.2 Need for a Systemic Approach: Findings and Commentary

Clear consensus was found on the need to adopt a coherent system-wnde approach to
change and renewal of vocational education and training and the need to ensure that
responsibility for the development of each element of the system be assigned
appropriately.

As discussed earlier in the report, the vocational education and training system is a sub-
system of the labour capital formation system. Neither are currently being addressed in
an integrated manner.

‘A recent initiative has established a committes chaired by the Minister of Education to
formulate a national human resources development strategy. This will provide the
overarching framework for the development and coordination of the labour capital
formation system. Clarification of the status of community colleges and the appointment
of a President for Balgaa’ University provides an opportunity to adopt a more systematic
approach to integration of the elements of the TVET system. Both initiatives will require
Ieadershlp and coordination as clscussed in sectlon 8 1 4

8.1.3 Future Vision for TVET in Jordan: Findings and Commentary

- The process of “visioning” is not widely used in Jordan as an effective mechanism to
assist disparate stakeholder groups to focus their missions and goals on a collective
understanding of the preferred future. Consequently, different visions of the future of
TVET in Jordan were encountered by the study team.



For the purposes of this study, and holding to the view that TVET is a sub-system of a
wider national objective, the following vision statement adapted from another educational
jurisdiction is proposed.

‘Our vision is that of a coordinated Technical and Vocational Education and Training
system which provides access by all citizens to flexible, relevant, quality education and
iraining opportunities that respond to their needs and the needs of the labour market.
Government, industry, institutions and communities will work together to enhance
employability and employment, thereby contributing to the economic and social
development of the Kingdom.”

An overarching vision of the future that is shared by all stakeholders-in the system would
serve to bring consistency of purpose and direction to TVET in Jordan.

8.1.4 Leadership and Coordination: Findings and Commentary

All stakeholders recognise the need for leadership if change to occur. Some of these
stakeholders have no incentive, others do not have capacity as they are over burdened
with operational responsibility. Many voiced a strong opinion that the leadership role be
assumed by NCHRD. -

It is widely recognised in strategic management processes that change management
requires a “white knight' or “champion” to maintain focus on the vision, coordinate
inputs, plan activities, and ensure that effective monitoring occurs. Jordan currently has
no human resources ministry and NCHRD’s mandate does not extend to assuming
operational leadership. NCHRD does, however, appear to enjoy broadly based support
among---stakeholders in the TVET system. Two optlons present themselves for
consnderatlon

1. Including a review of NCHRD’s mandate as a task of the Policy Forum
recommended in Section 7. This review would explore the merits of empowering
NCHRD to play a more active policy coordination role and to work with line
ministries and agencies to designate appropriate executlng agencies to
implement operational ¢hange. '

2. Facilitating an interministerial agreement which would place coordination of the
TVET system on the agenda of the Higher Council for Science and Technology
with NCHRD acting as a secretariat for this issue. The role of the secretariat
would be proactive in formulating strategic objectives, undertaking options
analysis and developing action plans for evaluation by the Council.
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Either option would constitute a- progressive step towards filing the leadership void
- which many stakeholders perceive to exist at the present time. = - '

8.1.5 An Action Plan: Findings and Commentary

During the course of the study, many references were made by individuals at the
executive, management, and delivery levels of both VET providers regarding plans to
address various issues. Many of these plans focused on individual operational activities.
Few were found which were designed to introduce systemic change in a coordinated
way with goal of qualitative improvement in training.

The central issue in organisational change is recognising the hierarchy within which
activities of the change process occur. This hierarchy should be explicit in the action plan
and closely monitored during the implementation pracess. Establishing the hierarchy is
integral to strategic planning and strategic management.

VTC senior managers are currently undergoing professional development in strategic
planning as part of the EDTS project. This will provide valuable understandings for
future planning and implementation activities. Similar Capacity building in the General
Directorate of 'Vocational Education would provide an equally valuable foundation.

8.1.6 Implementing Resources: Findings and Commentary
Resources have been made available to the TVET system from multilateral and bilateral
sources.  During recent years the priority focus for the use of these resources has been

system expansion and hardware investment.

Resources for the change process identified in this study indicate that the investment
priority must shift to software (i.e., building human resources and institutional capacity to

enhance leaming activities of both trainees and the _institutions—themselves. —— - —

- Recognising that bilateral grant assistance is becoming less accessible, and also the
reluctance of the Government of Jordan to use loan funds for technical assistance
purposes, a shift from a hardware focus to a software focus may present some
challenges for those responsible for managing deveiopment funding resources.

8.1.7 Monitoring and Evaluation: Findings and Commentary

Strategic plenning processes form a continuous cycle of planning, organising,
implementing, monitoring, and evaluating. The monitoring and evaluation functions

157



provide the mechanism for continuous observation and learning necessary to ensure
that programme activities are meeting programme objectives.

Monitoring and evaluation is not an activity which is integral to the TVET organisational
structures in Jordan, this will need to be addressed as an investment component of the
change process. '

- 8.2 Change Issues Arising from the Performance Review

The foregoing sections discuss the elements of the change management process, the
imperative of addressing action issues within a hierarchical continuum, and suppeorting
those actions with appropriate implementing structures.

The peﬁomance review identifies the foilowing change issues as central to the pursuit of
the relevance, quality, and efficiency criteria for TVET programming in Jordan.

At the Policy Level

» a need to adopt a systemic approach to labour capital formation and relieve training
providers of responsibilities and functions which more appropriately reside with the
national human resource coordinating ministry or agency:

e a need to establish an active coordinating body for TVET in Jordan to ensure
coherence of programming and, particularly, investment;

e 2 need to further differentiate the objectives and programming of vocationa(
education and vocational training. ' SR

At the Management Level

» a need within VTC to move from process planning and activity management to
strategic planning and strategic management;

« a need within VTC to develop and implement a management information system in
conjunction with NCHRD. This will ensure consistency between VTC's internal
management requirements and the information requirements of the labour capital
formation system.
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At the Operational Level

* a need to restructure TVET programme frameworks at all levels to more accurately
reflect the current and future requirements of the labour market;
° a need to engage in a process of programme renewal using a competency-based

approach to enrich programme content, upgrade staff sknlls and develop |mproved
learning resources.

8.3 Investment Programme to Support Change

To meet the needs identified in the previous section, the study team recommends
consideration the following investment programme. This programme is presented in
outline form only in order to illustrate the probable shifts in responsibility and resources
required to adopt the preceding recommendations.

8.3.1 Policy Issue One: Adopting a Systemic Approach

Action Steps

e NCHRD advocates for the approach and seeks endorsement from the Human
Resource Development Strategy Committee:

 Responsibility is assigned to the appropriate ministry or agency to develop and
coordinate the elements of the national labour capital formation system;

e NCHRD assumes leadership responsibility for development of the labour market
information system and the national occupational classification system.

_Required Resources .. .

e financial resources to establish and acquire staff for additional capacity in NCHRD;
* technical assistance either from bilateral sources or HRDSL |I.

8.3.2 Policy Issue Two: A TVET Coordinating Body

Action Steps

« NCHRD in cctaboration with the President of Balgaa’ University, as leader of the
community coliege system, VTC and the Director General of the General Directorate
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of Vocational Education, advocate for designation of an appropriate TVET
coordinating body with the Human Resources Development Strategy Committee.

Required Resources
s |ocal resources to formulate a policy options analysis paper.

8.3.3 Policy Issue Three: Differentiation of Vocational Education and Vocational
Training

Action Steps

. NCHRD:advocates for the convening of a Policy Forum to examine current global
thought and direction relating to the differentiation of vocational education and
vocational training;

o NCHRD, together with the Director General of VTC and MOE formulate policy issues
for review; ‘

» Three or four senior level international vocational education policy professionals are
identified as specialists to support the Policy Forum;

« information resource packages on the current status in Jordan are forwarded to
international policy professionals for review and analysis;

» Existing Broadlines are reviewed for either continuing validity or modification in light
of the Forum conclusions;

o Programme adjustments are made accordingly.
Required Resources

o NCHRD/VTC/MOE senior management resources to design, convene, and
implement conciusions of the Policy Forum,;

e Financial resources to support convening the Forum and the international
participants.
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“8.3.4° Management Issue One: VTC Strategic Management =~ = "

LA T

Action Steps

VTC formulates a Briefing Paper for ratification by VTC Board of the rationale, intent,
and process steps associated with the adoption of strategic planning and
management processes;

VTC Director General reviews the current senior management team and assigns
leadership responsibility for implementing all aspects of a strategic
planning/management process commencing in January, 1998;

Ministry of Planning identifies bilateral technical assistance resources for medium-
term duration to formulate and operationalise the first strategic plan;

VTC assembles the planning team and initiates the project.

Required Resources

e VIC senior -management resources to focus on the issue and nurture its
development to the point of implementation;

- Medium-term bilateral technical assistance res?urces.
8.3.5  Management Issue Two: VTC Management information System
Action Steps
e VTC formulates a Briefing Paper for ratification by VTC Board of the rationale and

— prObab'e inveStment assogi—at,efdfwithftherdeve'Opmentfef—,afManagement—lnformaﬁon—'777—7777 -
System;

e VIC designates suitably qualified senior management leadership for system
~ development: '

 VTC and NCHRD coordinate the identification of information categories and products

necessary to serve internal information requirements as well as those of the
proposed labour market information system;
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» VIC identifies a local systems analyst consultant to recommend the system
architecture, hardware, and software; '

VTC initiares the formulation of a sub-project proposal if the activity is to be funded
_Trom muiti-lateral loan funds;

VTC procures nardware and software. Software is customised to the local MIS
requirements with the assistance of the systems analyst consuitant:

VTC initiates staff training and mobilises the system;

Historical data is transferred to the new system as appropriate.
Required éesources

o VTC Senior ménagement resources to undertake initial research, and formulate
broad briefing paper;

VTC, NCHRD, and MOP senior management resources to determine the internal
and external information product needs and formats;

Financial resources for local systems analyst consultant;

Financial resources for hardware and software procurement;

» Financial resources for staff training.

8.3.6 Operational issue One: Programme Framework Review

Action Steps

» VTC consolidates existing occupational specialisations for the apprentice programme
into more broadly based occupational categories bui_lt on generic competencies
within those occupational categories;

» VTC assigns senior management leadership for this strategic objective;

» VIC and MOP identify technical assistance resources to undertake the programme
framework review:
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* VTC identifies productive sector partners to participate in the review;

* Revised frameworks are developed and ratified for progressive introduction
commencing with the 1998 academic year.

Required Resources

« VTC senior management resources to manage the review process;
» Technical assistance to support the review process:

* Resources to access appropriate productive sector personnel to support the review
process.

8.3.7 Operational Issue Two: Training Programme Renewal

Action Steps

e Based on the output from the programme framework review, VTC selects one
occupational family for programme renewal;

* VIC creates a programme renewal team drawn from TDI, the Programme and
Curriculum Directorate, Training Centre instructional staff, and productive sector
representatives; !

e The programme renewal team creates a vision or template for a model programme
outlining the expected level of detail for programme aims, structure, content,
competencies, instructor guides, student leaming resource materials, workshop
exercises, tests, and evaluation. This model would recognise the realities of fiscal
limitations and available instructional resources in its design:

VIC identifies financial resources to commence renewal- of programmes in
accordance with the revised framework and broad approved model;

VTC identifies appropriate technical assistance Support from bilateral or multi-lateral
sources: ’

e VIC impiements programme renewal with a parallel programme of technical

HRZracing of wstructional staff.



Required Resources

VTC senior management resources to design and develop the project documents
and sub-project proposals for funding;

¢ Financial resources for the work of the programme renewal team;

« Financial resources for the acquisition and probable translation of learning resource
materials:

 Financial resources for upgraded workshop equipment for delivery of programmes to
be piloted; ‘

» Financial resources for technical upgrading of staff;

e Financial resources for technical assistance to programme renewal process.
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Appendik A

1.0 Introduction

Section 7.0 of the report strongly recommehdsasystematic approach to labour capital
formation in Jordan. Each element of the system is identified and its current status
examined. A conclusion is reached that the labour capital formation system is not
sustainable in its present form.

Recognising that evaluating sustainability is an evolving discipline, this Appendix
outlines the most current thought on the subject and uses the methodology to identify
those actions which would lead to the progressive development of a more sustainable
system

2.0  The Bellagio Principles

The issue of the sustainability of human ecology and economy was brought into renewed
focus for present generations by the work of the 1987 World Commission on
Environment and Development. In its conclusions this Commission called for new ways
to measure and assess progress towards sustainable development. This call has
subsequently exercised the minds of nations, communities, intemational organisations,
academics, corporations, and NGO's.

In November 1996 an intei‘national group of measurement practitioners-and researchers
from five continents came together at the ‘Rockefeller Foundation’s Study and
Conference Centre in Bellagio, Italy to review progress to date and to synthesise insights
from practical ongoing efforts. The result of this gathering was the articulation of a set of
principles which became known as the Bellagio Principles to serve as guidelines for
assessing the sustainability of any activity, institution, system. or organisation.
Thg,,,mngiglési gd,dr,es,sfthefwholefof,thefassessment—processfincluding*th'e*ch'oice"a’n’d”””""’”
-design of indicators, their interpretation, and communication of the result. They are
interrelated and are intended to be applied as a complete set.

These principles deal with four aspects of assessing progress toward sustainable
development. Principle one deals with the starting point of any assessment --
establishing a vision of sustainable development and clear goals that provide a practical
definition of that vision in terms that are meaningful for the decision-making unit in
question. Principles two through five deal with the content of any assessment and the
need to merge a sense of the overall system with a practical focus on current priority
issues. Principies six through eight deal with the key issues of the process of
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assessment, whiie principles nine and ten deal with the necessity for establishing a
continuing capacity for assessment.

The EBellagio Principles read as follows:

Guidelines for the Practical Assessment of
Progress Towards Sustainable Development

1. Guiding Vision and Goals

Assessment of progress toward sustainable development should be guided by a clear
vision of sustainable development and goals that define that vision.

2. Holistic Perspective
 Assessment of progress toward sustainabie development shouid:

¢ include review of the whole system as well as its parts

« consider the well-being of social, ecological, and economic sub-systems, their state
as well as the direction and rate of change of that state, of their component parts.
and the interaction between parts

» consider both positive and negative consequences of human activity, in a way that
reflects the costs and benefits for human and ecological systems, in monetary and
non-monetary terms. '

3. Essential Eléments
Assessment of progress toward sustainable deveiopment should:

e  consider equity and disparity within the current population and between present
and future generations, dealing with such concerns as resource use, over-
consumption and poverty, human rights, and access to sarvices, as appropnate

. consider the ecological conditions on which life depends

e  consider economic development and other, non-market activities that contribute
to human/social well-being.
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- 4. Adequate Scope';;

Assessment of progress toward sustainable development should:
 adopt a time horizon long enough to capture both human and ecosystem time scales
thus responding to rieeds of future generations as well as those current to short term
decision-making
* define the space of study large enough to inciude not only local but also long
distance impacts cn people and ecosystems

* build on historic and current conditions to anticipate future conditions - where we
want to go, where we could go.

5. Practical Focus
- Assessment of progress toward sustainable development should be based on:

e an explicit set of categories or an organizing framework that links vision and goals to
indicators and assessment criteria

* alimited number of key issues for analysis

* a limited number of indicators or indicator combinations to provide a clearer signal of
progress )

* standardizing measurement wherever possible to permit comparison

e comparing indicator values to targets, reference values, ranges, thresholds, or
direction of trends, appropriate.

L]

6. Openness
Assessment of progress toward sustainable development should:
» make the methods and data that are used accessible to all

° ’mafk*e' elpicﬂf’gll T ju’dgments| *assumptlgn’s,**andf”uncertalnﬁeS*”"n - data' ”'a*r\(d*'**"’ E—
interpretations.

7. Effective Commu}nication
Assessment of progress toward sustainable development should:

e be designed to address the needs of the audience and set of users

e draw from indicators and other tools that are stimulating and serve to engage
decision-makers

« aim. from the outset, for simplicity in structure and use of clear and plain language.

167



8. Broad Participation
Assessment of progress toward sustainable development should:

« Obtain broad representation of key grass-roots, professional, technical and social
groups, including youth, women, and indigenous people - to ensure recognition of
diverse and changing values a

~e ‘ensure the participation of decision-makers to secure a firm link to adopted policies
and resulting action.

9. Ongoing Assessment
Assessment of progress toward sustainabie development should:

« develop a capacity for repeated measurement to determine trends

¢ be interactive, adaptive, and responsive to change and uncertainty because systems
are complex and change frequently

o adjust goals, frameworks, and indicators as new insights are gained

« promote development of collective learning and feedback to decision-making.

10. Institutional Capacity
Continuity of assessing progress toward sustainable development should be assured by:

» clearly assigning responsibility and providing ongoing support in the decision-making

process | o
« providing institutional capacity for data collection, maintenance, and dccumentation
¢ supporting development of local assessment capacity.

)

3.0 Sustainability Aséessment of Jordan’s Labour Capital Formation System

This section of the Appehdix‘provides a preliminary assessment of Jordan’s Labour
Capital Formation system through the window of a sustainability matrix using the
elements of the system as one axis and the Bellagio Principles as the second axis.

The indicators of positive, neutral, and negative are clearly broad and have been applied
using data, information, and insights gained during the study. Consequently the analysis
is impressibnistic as opposed to definitive, but is, nevertheless, considered helpful in
identifying prionties and respdnsibilities for an improved system.
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Sustainability Matrix for the Labour Capital Formation System in| Jordan

Focus

Openness | Communication

P = Positive O = Neutral N = Negative
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This assessment provides an overall perspective on the state of development of the
system as well as a qualitative characterisation of the actions that need to be taken for
future development. Interpretation of the qualitative assessment also provides indicators
of where responsibility for leadership and support to system development shouid rest if
sustainability is to be achieved.

Taking the issue of occupational classification as an example, there is no nationally
subscribed vision (Principle 1) of the structure, value, -or intent for the occupational
classification system. Itis not used as the taxonomy for labour market data collection, it
is not widely used by the productive sector to classify its own employees, and has not
been adopted by all education and training providers. An assessment of the
characteristics of Holism (Principle 2) in the current occupational classification system
indicates that it does not embrace “the whole system as well as its parts”, or allow for
flexibility to conSIder “direction and rate of change” within the system.

A similar form of analysis can be conducted for each element of the Bellagio Principles,
the sum of which would lead to the conclusion that this important element of the national
labour ~capital formation system should receive high priority and that primary
responsibility could more appropriately be assigned to the ministry or agency responsible
for national human resources development coordination rather than to a vocational
training prcvider. Similarly, the assignment of sole responsibility to training providers to
demonstrats relevance of training and to ensure the empioyatility of graduates is
unachievat le in the absence of labour market information. This has negative impacts on
he sustai~ability of the entire labour capital formation system.

t is not the intent of this Appendix to provide an exhaustive analysis or detailed
v xmmenta. y but to illustrate the areas of weakness which are currently limiting the
¢ istainability of labour capital formation in Jordan and to suggest a potental
methodology for decision-making on system realignments, responsibilities, and planning
priorities.

170




- LIST OF ANNEXES

Annex |
Annex 2
Annex 3

Annex 4

~Annex 5
Annex 6
Annex 7
Annex 8
Annex 9
Annex 10
Annex 11
Annex 12

Annex 13

Annex 14
Annex 15
Annex 16
Annex 17
Annex 18

Terms of Reference for a Study to Undertake a Performance Review of
VTC and Related Linkages Between Training and Employment in Jordan
Specializations ’Available to Comprehensive Vocational Secondary
Students _

Third Broadline for Secondary Industrial Education (Comprehensive and
Applied) Objectives

VTC History and Mandate - A Working Paper in Support of an NCHRD
Performance Review of Vocational Education and Training Providers in
Jordan

VTC Training Centres and 1996 Enroliment Levels

Vocational Training Corporation Organization Chart

Regional Vocational - Training Directorate Job Description

- VTC 1996 Programme Profile

School-to-Work Policy Insights from Recent International Development
VTC Training Units for the Welding and Metal Shaping Specialization
Representative Training Unit for Carpentry

Survey Questionnaire for Library and Audio-Visual Resources in the

Vocational Training Centres

Motive Power in-School Curriculum for the Specialty Trade - Motor Vehicle
Mechanics

VTC'’s Professional Development and Technical Assistance

TD1 Training Activity Profile

TT1 Training Activity Profile

Proposed Law of 1995 Organization of Vocational Labour Law

Study Plan for the Secondary Comprehensive/Vocational Education
Stream (Commercial Branch)

171



Bibliography

10.

Letter No. NCHRD 116/15/10/384 of 9/7/1997 to VTC Conceming Technical
Assistance, Grants and Expenditure Areas and the Response of VTC In Their
Letter No. VTC 4/8/..../13739 Of 28/7/1997.

VTC History and Mandate,Suad Farkouh, NCHRD, July 1997 A paper.

Hashemite Kingdom of Jordan Report No. 12675-JO - Poverty Assessment -
VOLUME 1. Main Report, Population and Human Resources, Operations
Division - Country Dept. ll, Middle East and North Africa Reglon Document of
the World Bank October 28, 1994.

HKJ Report No. 126 75-JO - Poverty Assessment - VOLUME II: Labour Market,
Document of the World Bank, October 28, 1994,

| Report No. 12645 JO - Jordan Consolidating Economic Adjustment and
Establishing the Base for Sustainable Growth (VOLUME | Main Report), August

24, 1994 - Country Operations Division - Country Department Il. Middle East and
North Africa Region, Document of the World Bank.

Report No. 1265 J) - Jordan Consolidating Economic Adjustment And
Establishing The Base For Sustainable Growth. (VOLUME I: Annexes and
Statistical Appendixes), August 24, 1994 - Country Operations Division -Country
Department 1l - Middle East and North Africa Region, Document of the World
Bank.

VTC Expenditure Breakdown as of Aug. 1, 1997 - EDTS P 766 B.D.

VTC - Letter No. 8/1/4/3894 or 14/7/1997 - Letter from the Ministry of Planning to
NCHRD on the estimated Cost for a trainee abroad.

VTC - Developing Small and Medium-Sized Enterprises - A Newspaper Clipping
from Ad-Dustour Newspaper of Sunday August 10, 1997, Page 18 (On Industrial
Extension Project).

Technical and Vocational Education and Training as Part of Human Resources
Development (JOR/94/01A) - A Consolidated Report Based on a UNDP
Technical Support Inter-Agency Mission, ESCWA, FAO ILO, UNESCO, UNIDO,
Agency 1996, HK Jordan.

172




11.

12.

13.

14.

15.

16.
17.
18.
19 |
20.

21,

School - To - Work Policy Insights from Recent lntematlonal Developments,
Centerfocus Number 14/January 1997 - University of California at Berkeley.

Curricula &Textbooks and their Response to the Challenge of the Age. A paper
presented by Dr. Talal Al-Zu'bi for the Seminar organized by the Souman Cultural
Forum, May 1997 - MOE - Amman

Teachers’ Professional Development (Educational Certification and Training),
Prepared by the General Directorate of Educational Training, May 1997 - MOE -
Amman. :

School Building and Equipment - A paper presented at the Seminar on “Present
Educational Situation in Jordan and Future Challenges”, Prepared by DG. of

_Educational Technology - MOE, Amman, May 1997,

- Broadlines for Secondary Industrial Education (Comprehensive and Applied),

Presared by the National Team for Secondary Industrial Education, General
Dire ctorate of Curriculum and Educational Technology, 1991.

The Comprehensive School: Its concept, objectives and technique of implement -
Ho' / to transfer secondary schools into comprehensive ones, MOE, 1997.

Brc ad Guidelines for the Secondary Education Curricula, Amman, 1992 (with
English translation of some).

Royal Advice to Start Preparation of a New Educational Deveiopment Plan (A
newspaper clip with Eng. transiation).

Tatles Indicating Student Cost Compared with Self- PrOdUCtlon Revenuesinthe
- Vocational Education Stream (Eng. Translation of headlines), Moe, 1990-1994.

Ministry of Education Organizational Structure 1995-1996 (with Eng. translation of
the General Directorate of Vocational Ed.)

Acceptance in the first secondary vocational education branches in both MOE &

VIC for 1996/1997, prepared by the Graduates Tracing and Employment
Division, MOE, 1996 - Amman.

173



24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34,

Curriculum for Industry and Practical Training - Air Conditioning and Refrigeration
Specialization - first & second secondary vocational comprehensive (Industrial
Branch), 1994, prepared by engineers Adnan Faris, Refa'at Abdul-Latif, Moh'd
Sakhnini, Moh’d Amin Qadiri & Rushdi Rashid. ‘

Strategy for increasing social productivity and overcoming poverty, Ministry of
Planning, 1997.

Project Work Component 2311 - Vocational Training Corporation Management
Review, Mission Period July - November 1995. Final Report Prepared for the
Association of Canadian Community Colleges (ACCC) and VTC.,, by Ms. Brenda
Cooke. ‘ -

Law No. 30, 1987 - The Higher Council for Science and technology.

The Jordanian Experience in Reinforcing Vocational Education, Training and
Cert ication for the Youth - Prepared by Engineer Ahmad Shadid
Huw itat/Director of VVocational Production - MOE, Amman - (A working paper for
the sorkshop on “Reinforcing Ed. & Training Opportunities for the Youth in the
Arat Countries” 2/3 - 4/3/1997. -

The :ducational Statistics Report, MOE 1995 - 1996.

Trait ing and Development lhstitute (TDh - Establishment and Organizational
Stru sture (English).

DI Employées With Name, Age, Date of Employment, Job Title, Qualifications
and Notes (English), 1997.

A Pi1oposed Plan for the TDI Work in 1996 (Arabic).

A Stimmary of TDI Annual Report for 1996 {Arabic).

Star dards Testing and Training Centre Project Proposal (English).

1997 Annual Plan for TTT (Arabic).

UNDP/ILO Industrial Extension Services Project:  JOR/92/001 SME Needs

Assessment Survey-Executive Summary of Survey Report.

# AT e T e e PSP S S St

“174




35.

36.

37.

38.
39.

40.

41.

42.

43.

45,

46.

47.

48.

- Technology in its Session No. 28 of 27/7/1995.

UNDP JOR/92/001 - De\ieloprﬁeni of Vocatiohal Ti'aining ~and {industrial
Extension Services, April 9, 1992, -

TTl Employees with Names, Age, Date. of Employment, Job Title. Qualifications
and Notes, (Arabic), 1997.

Testing and Training Institute (TTI) - Objectives, Training Courses and
Participants in 1996 - (English), Hisham Da'ajeh, NCHRD, 1997.

Training and Development Institute (TDI) - Objectives, Training Courses and
Participants in 1996 - (English) Hisham Da’ajeh, NCHRD, 1997.
Test and Training Institute (TH): Tasks, Activities & Programmes.

By-Law No. (56) of 1996 - Labour Inspectors By-Law, Issued According to Article
7 of The Labour Law No. (8) of 1996.

Law No. (8) of 1996 - Labour Law. -

VIC: Letter No. 15/3/Kh/8292 of 16/6/1997 Conceming the Formation of a
Committee to Coordinate TVET Work with Other Concermned Parties.

Fanshawe College: Graduate Employment Survey Report 1995. Published Jan.
1997 - Fanshawe College, London - Ontario.
TVET Proposed Strategy, Action Plan and Investment Programme (1995-2000) -
Draft Preparation Mission Report, Nov. 1994,

Three-Year 'Development Plan 1973 - 1975, National Planning Council, The
Hash_emite Kingdom of Jordan.

Letter No. 1/15/13H3 of 5/8/1995 Concerning The Decision To Change NCERD
to NCHRD Upon Decision No. (116/85) of the Higher Council for Science and

VTIC Headquarters Employees: Names, Qualifications, Date of Appointment,
Present Job and Training Courses Attended.

A Discussion Seminar on Modem Development in Concept and Techniques for
Developmental Planning in the Arab Countries: A development of the Concept of
“Sustainable Development & its Refiections on Planning in the Arab countries -

175



49.

50.

51.

52.

53.

54.

55.

56.

57.

88.

59.

60.

61.

the Environmental & Human Perspective”. Dr. Jamil Taher, Tabat - Morocco, 24-
26/4/1995 (Arabic). |

A study of drop-outs for the academic year 95/96 - September 1996 -
Apprenticeship & Medium Term Programmes.

Trainee dropouts in 1st, 2nd & 3rd years in all VT Centres for the Apprenticeship
& Med. Term programmes - Tables. - X

Trainee Drop-Outs 1996/1997 - Apprenticeship & Medium Term programimes.

Data .sheet for Drop-Outs of 1994/1995 Entrants intd Apprenticeship & Med Term
programmes.

Number of Entrants into the Apprenticeship programme for 1996/1997 in all
specializations. '

32 pubilicity brochures for 10th grader son vocational counselling & guidance.

Five-Year Plan for Economic and Social Development 1986 - 1990, Ministry of
Planning, H.K.J. (English Version).

Five Year Plan for Economic and Social Development 1981 - 1985, National
Planning Council, Amman - Jordan (English Version).

Vocational Training Corporation Management Skill Development, final report - Dr.
Robert A. Bigsby, June 1996. T ’

Temporaiy Law No. (35) of 1976 - Vocational Training Corporation Law.

By-Law No. (13) of 1974 - Vocational Training By-Law, issued according to Article
(117) of Educational Law No. (16) of 1964.

An Assessment of vocational and technical Ed. in Jordan. Publication No. 13 -

~ NCERD, May 1992.

Regional Study -on Labor Market Oriented Training - Country Mon_ograph -
Technical Education and Vocational Training in Jordan, Heidelberg, April 1995.

176




62.
63.

64.
65.

66.

67.

68.

69.
70.

71.

72,

73.

74,

75.
76,

- 77,

Training Needs Survey in Basic Occupational‘Le'vels in the Industrial Sector and
Services (Hotis, Restaurants & Bakeries), July, 1991. '

Regional Study on Labour Market Oriented Training - Summary of the 9
Monographs, Heidelberg, Sept. 1995 - revised edition.

Law No. (11) of 1985 - Law of the Vocational Training Corporation, (Arabic).
VTC Annual Report - 1996: Accomplishment and Annexes.

Report of the Committee on the Educational Policy in Jordan, January 1987
(Arabic). - )

Training and Development Institute, Amman Jan. 1994
The 1997 Plan for Training Courses to be held in the Three Institutes of the VTC,
Amman, 1997 (Arabic).

Tests and Training Institute VTC - A Brochure.

Occupational Safety and Health Institute, VTC - A brochure.

A Proposed Law for Organizing Vocational Work, 1995 (Arabic and a draft
trenslation in English) - 2 copies of the translation

Note on the latest developments related to VTC Law No. (11) of 1985.

Th: Status Quo of Vocational Education and Training - Specialists Committees
Reoort, MOE, 1987,

Tre ning in the Private Sector, Dr. Zaki Ayyoubi, Chamber of Industry.

Samples of Intemational Experiments in Vocational Education and Tfaining in the
Double System of the Germanr Repubiic, Ali Nasrallah. o

A Strategic Plan - for Vocational and Technical Education and Training for Adults
in Jordan, Salim Ahmad Amin, NCHRD. '

Effects of the Mass Media in Reducing the Negative Attitude Towards Vocational
Work, Rima Rashad Abul-Failat & Suleiman Qaryuti, VTC.

177



79.
80.

81.

82.
83,
84,

85.
86.

- 87.

88.
89.

90.

91.

Statistical Study for the Industrial training situation in Jordan, Dr. Mahmud Abu Ali
& Dr. Salahid -Din Abdallah.

Vocational Training Costs and Financing Sources - A Case Study/VTC, Ali
Nasrallah & Farouk Al-Nimr, VTC. (2 copies).

Small and Medium-Sized Enterprises and their Support Services, Daoud
Shakbou’ah,VTC.

Vocational Training Corporation Institute Services for the Vocational Training
Centres and the Jordanian Labour Market, Hisham Rawashdeh Dr. Abdul - Aziz
Arabiyyat & Moh’'d Abdul - Muttaleb.

Partnership between the Public and Private Sectors in Offering and Financing
TVET, Zaydoun Al-Rashdan, Ministry of Planning.

- An American Study on Labour Requirements and Higher Education Husni Ayesh
- Member of the House of Lards/MP.

| Imported and Exported Workforce, Kamal Salah, General Statistics Department,

Ammah.

Communlca’non and Training, Dr. Ibrahim Abu Arqoub, Jordan University of
Jordan. :
Report on the Workshop held by VTC and NCHRD, Hani Khleifaat.

- The Petroleum Refinery Training Experience, Moh'd SweiSah, Petroleum,

Refinery.

" Ten Brochure Abaut Ten Specialisations Offered in Different VTCs.

Information and training, Jabir Hajjaat, Radic & TV Corporation._

"Vocational classification in Jordan:: From Theory to Practice, Hani Khieifaat,

VTC.

Status Quo and Prospects of Training at VTC, Farouq Nimr, Mohd ibranim &
Hadirah Al-Bakhit, VIC.

178




92. -

93.

94,

95.

96.

97.

98.

990.

100.

101.

102,
103.
104,

- 105.

Intemational Experience in Vocational Training, Dr. AshOur,'Arab_Centre for
Vocational Training and Trainer Prepafation, Lybia.

The Status Quo of the Jordanian Labour Market, Adel Lutfi, Ministry of Labour.

Training in the Armed Forces: Status Quo & Prospects, T. Hassan Othman
Hassan.

Tourist Training in Jordan, Sireen Jankaat,Abeer Mubayyidin & Dr.. Nazih
Dabbag, Ministry of Tourism. ' -

The Jordanian Woman & Vocational Training. Hiyaam Kalimaat, Queen Alia
Fund.

Public & Private Sector Partnership TVET, Zaydoun Rashdan & Ahmad Al-
Wakid, Ministry of Planning.

Influence of the Audio-Visual Media in Reducing the Negative Attitude Towards
Vocational Work, Dr. Abul-Rahman ‘Addas - University of Jordan.

Training as Preparation for Work - for Personal and Small-Scale Enterprises, Dr.
Abu Bakr Abdin Badawi, intemational Labour Organization (ILO).

Preparation of the Methodology for Training’Modules at VTC, Samih Jaber, Omar
Azayzah & Allaam Al-Souss, VTC.

Training in the Construction Sector, Atif Al-Doughmi, Arab Contractors Union.

Recommendations of the Conference on Development of Vocational Training in

jordan (A@E@C with Eng. translation). e e

Vocational Education in Jordan, Dr. Muther Al-Masri Al Al-Beit Foundaiton. 1993
(Arabic) '

Final Report of the ‘Workshop on Curriculum and Programme Preparation for

Vocational and Technical Training, 1996.

Draft Pian for the Advancement of Vocational and Technical Education in the
Nineties. Lebanon, 1993.

179



106.

107.

108.

109.

110.

111.

112.

113.

114.

118.

1186.

117.
118.

119.

120.

Secondary Vocational Education: Comprehensive and Applied in the MOE
schools (Status Quo and Aspirations), Ali Nasrailah, 1993 - an article in Risalatul
- Mu'allim, Issue 2 & 3, Vol. 3, Sept. 1993, Amman,

UNESCO Statistical Yearbook 1195 - UNESCO Publishing and Bernan Press,
1995.

- Report No. 602 - Appraisal Report for the Irbid VTC and the Tafileh VTC

Complex (Male and Female), NCHRD, Sept. 1992.

Matching the Outcomes of the Educational System with the Labour Needs to
Serve the Goals of Expanding the Economic Base, Ministry of Planning & UNDP,
April 1995 (Arabic with an English Abstract).

Séco‘ndary Vocational Education in  Jordan - “Overview” University of Jordan
Study, July 1996.

Summary of the Study on Evaluating Vocational Education and Training in
Jordan, Salim Amin, 1992 NCERD (Arabic) - as approved by the Intermediary.

The Jordanian Labour Force and its Needs of Manpower, a paper by Dr. Hussein
Shakhateh, Ministry of Planning, 1993, Amman. (Arabic).

Amman Standard Testing and Training Centre Subprojeci (ASTTC) Report No. -
601, NCERD, Sept. 1991 (English).

Secondary Vocational Comprehensive Education in Jordan - An Evaluative =
Study; Dr. Suleiman Rihani, et. al, Universit_y of Jordan, July 1996 (Arabic) .

Project Documents - Occupational Safety and Health Institute (OSHIy Proposed

Plan for Development, Dr. Breckin and Abdel-Rashim Abdel Jaber, Dec. 1984.

List of employees at OSI|i, 1997.

OSHI Activities and Accomplishments (1984 - 1996).
Studies Carried Out by OSHI (1984 - 1995)

training Programme for Health and Safety Supervisors (brochures).

OSHI - A Brochure (English). -

180

F9%




121,

122.
123.
124,

125,

126.

127.
128.

129.
130.

131.

136.
137.

139.

A Syllabus for Sup'er,.visors of Industrial Safety Training Programme (Arabic).

training Services Offered by OSHI - a brochure (Arabic).
Names of Jordanian institutions, addresses and number of employees, (Arabic)f
Report on safety matters at Marka Vocational Training Centre (Arabic), 1988..

Report on safety measures at the Supervisors and trainers’ Institute, (Arabic),
1988.

Report on safety measures at Ain-el-Basha VTC, 1988.

Names of Participants in the Industrial Safety Supervisors’ Training Programme
(2/11/1996 - 2/8/1 997).

14/4/1997 (Arabic with Eng. translation)._ |

OSHTI's 12th Annual Report for 1995 (Arabic).

Safety in the Institutes/Centres of the VTC Corporation, Letter No. /248/1 0/2 of

OSHI's 13th Annual Report for 1996 (Arabic).
OSH!'s 9th Annual Report for 1992,
OSHT's 10th Annual Report for 1993.

OSH!I's 11th Annual Report for 1994,

OSHI Project #726-Canadian project report from 1989/90 - 1991/99

VIC’s Ahnual Report, 1992, Amman.
VTC’s Annual Report, 1993, Amman,
VIC's Annual Report, 1994, Amman.

VTC’s Annual Report, 1995, Amman.

18]



140.

141.

142.

143.

144,

145.

146.

147"

148.

140.

150.

151.

152.

183.

154,

YTC's Annual Report, 1996, Amman.

Cost and Cost-Efficiency Issues, MOE Schools, Publications Series No. 31,
NCERD, Dec. 1993

Education and Training in Jordan: A Descriptive and Financial Survey,
Publications Series No. 30, NCERD, Dec. 1993..

Staff Appraisal Report, Report No. 13790-JO, Documents of the World Bank,
Second Human Resources Development Sector Investment Project, March 3,
1995 (TVET).

The Five Year Plan 1976 -1980, National Planning Council, Jordan (English and
Arabic Version). '

The Basic needs of the Jordanian Populations Until Year 2005 and Their Link
with Demographic Factors, Dr. Abdallah Zu'bi, Dr. Hussem Shakhatreh and Dr
Moh'd Al-Arabi, Amman 1994 (Arabic).

Issues and Models in Vocational Education. Munther W. Masri, 1987
The Five Year Plan for the Period 1993 - 1997 - Ministry of Planning,

Tracer Study for 1986 Graduates in the Apprenticeship Programme of the VTC in
the Labour Market, VTC 1992 {(Arabic)

A Guide to the Training Programmes, VTC Jan. 1996 (Arabic).

Meeting the Challenge - Vocational Training: Current Status and Future
Perspective, Mazen Hashweh et al, Swiss Agency for Development anc
Cooperation, Jerusalem, Jane 1996 (English).

Human Resources Development, (An Abstract) of the workshop held in Oct.
1995 - Amman by the MENA Economic Summit, Moderator; Baroness Perry.
Cambridge University, U.K. (English)

Privatization, (An Abstract) of the workshop held in Amman by the MENA
Economic Summit, Moderator: Abdel Rahman Saidi, Minister of Privatization.
Morocco.

“Small and Medium-sized Enterprises in Creating New Work Opportunities”, An
Abstract presented at the MENA Economic Summit, Moderator: Micahel Kalilis -
MG Kailis Group, Australia. '

Evaluating Vocatiornal Training Programs, A Practical Guide, Gordon Hunting,
Manual Zymeiman & Martin  Godfrey, A World Bank Publications, Washington,
D.C., 19886.

182







