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- MANPOWER PLANNING AND TRAINING MACHINERY IN. AFRTCA

. T, INTROIUCTION

1. H_Adequete freined manpower is essential for the economic and social
traﬁsformation of &eveleping Af?iean.cqunﬁries. Under ITtem 4 and 5 of
the Frovisional Agenda @le consideration has been given to the need for
directing African educational and tralning programmes primarily; though
not solely, to the produCulon of adequate number and typee of trained
manpower needed for aceelerated developmenta An evaluatlon of future
prospects in tralned manpower supply/demand relatlonshlp 1ndlcates
seiiOus”Shortages in essential skills and possible surpluses in certain

. categories of edicated persons.

.2+ It is therefore the task of manpower planning to. take acount of

all factors influencing the supply end demand of trained manpower in

order to ensure the,t any disequilibrium in manpower eup‘ply/demand gituation

is reduced to the minimum'praeticebie in terms of the level of development

in'the'eountry. This action pre-supposes the exzutence of adequate manpower

plannlng machlnery in the countrya

3. Two background papers will asgsist the discussion on manpower planning

~and the necessary machinery for translating manpower budgets into training

programmess:

— Document E/C.NQJ_AL/WPcé/l5 “lianpower and Trainings National Machinery

for Manpower Flanning and Adminisiration of Training", considers

the-necessity for menpower plamning, the nature of national machinery

tﬁat is desirable for itaking stock of national resources and needs

of trained personnel and for relating training programmes to assessed

manpower requirements.

- Document E/CN.14/WP.6/9, "Administrative Problems of Technical

Co—ordlnatlon in Manpower Planning", presented by the ILO, elaborates

on the operation of a manpower planning machinery, giving special
attention to the administrative problems inherent in the technical

co—ordination of plamning functicns and ways of résolving them.
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4. The purpose of thls paper is to direct attention to the following
major aspecits of manpower plannlng and training administration and %o

hlghllght speclflc issues on the subgect for discussionj

' (a) The preeent 1nade@1ate action, and in some cases apparent lack-
- " of action in manpower planning Wlthln the context of  over—all o
deveiopment plannlng, and the necess;ty for urgent remedlal

measures.

' (b);1The factore 1nh1b1t1ng 1n1t1at1ves and efforts dlrected to.

manpower plannlng in Afrlca and the n606851tj to allev1ate them.

(e} 'Te urgent needrfor,every country-tqvestabllshland develop an.
adminietrative structure and a technical machinery with
epecialized personnel'for manpower planning and tfaiﬁing-
co<ordination, Wlthln the framework of governmental administrative

" structures for e&ucatlonal and over—all development plannlng.
(a) The need to eaploiﬁ to the fuliest'the'pdtentials of external
' - ald, partioularly aid in supporf ef educational programme,Ain'
1n1t1at1ng and developlng programmes for manpower surveys and'_
treining indigenous personnel in essentlal skills required fox
- manpower. planning action.
‘(o) The role of training sbroad in the mtrategy of national manpower

planning.
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II.- mXISTING STTUATICN IN MANFOWEER PLANNING IN'AFRICA

5: | {1th the ad0pt10n of ﬂcmnféheqs ve planning technigies by most
“Afrlcan States in recent years, the nsed for ssctoral analysis of
.development plans has been recognized end gpecific programmes for fhé
development of such major sectors as sgriculture, educallon, healﬁh,
indusiry, and ftransport and coummunications have veen formilated: as
integral parts'of'national.developmeﬂﬁ plans. Unforfunately the same
integrated approach has been‘la¢king for ﬁhe mebilization of human
resourées'fqr developments Meny countries han formulaued educatlonal
'plans Or Programmes. But such agtion relates to only oae aspect of

human resources pilarning, which involves not only the agsessment of .
present stock and future requirements of menpower; but also = consideration
of the various factors affecting the supply and demandc of manpower and the
formulation of measures for abating the counstraining influences of these

factors.

6., Until recently, even in the couniri ats manpower

and training programmes as an intezral Zevelopment plans,
not mﬁch'attention hag been dévoted to tultling atocik of the existing and.
additional recuirements of trained rersoomsl for implemenﬁiﬁg ¢evelopment
programmes. Host of the African countlleq taat are to-foy taking account
of manpower requirvements have cons 1a=“ﬂa only the public sector, they
have not shown suf?irient concern that will ensgre that national educational
ystems adeqpately BOVE th nanmower requirsments of both thé p@blic and

przvate sectors of the 2oonomy.

T _Some countries have undertaken manpower survéys Which do not give
adequate information on the occupational distribution of existing stock

and of additional requirements of trainsd manpower, as well as on the
various factors affecting motivaition and 1roent1vbs deuermlnlng the pattern
of manpower supply and demand. ngpowﬂr aanJ31s has Prﬂquently been
regarded as a once—fow~ali opcrat cn r ther than a'nrogre551ve evaluation
of supplies and requirements in a continuing process of manpower plannlng.
Only a few countries have adopted ths practice of anuual menpower budgets

to which training programmes are reliizd.
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8. Thus manpower planning is still for most African States a little
known activity for which operational technigques for the integfaﬁionrof the
buman resources sector im over-all develoPment plannlng are rather under—
develoPed due to lacn of adequate crgani.zational prov151on and of technloal

ex@erts.

Factors Inhibiting Msnpower Planning Action

S. The evolution of the technicque and practice of nanpower plannlng
in the region has been inhibited by a pumber of factors, the 1nf1uence-
of which #aries in intensity from country to country according to their
knowledge,'acceptanse and practice of comprehensive plamning techniques.
The main factors which have constrained the efforis of many African
countrles in afttempiing to plan the moalllzatlon and use of their human

resources are:

- Lack of basic data and essential information regarding population,
employmens, occupational distribution, manpdwer input requirements
of. speciriic development projectis, productivity rates and .other

information on factors influencing the supply and demend of lsbour;

~ lack of adequate rumbers of frained, experienced national™technical®
: specialists to undertake manpower éurveys and analysis and the"‘
formulation of manpower budgets to which training efforts should be
relateds - ' ' '

- omission in governmental siructures for development planning of
effective organizational sei-up for manpower planning and training

co—ordination at national level;

- lack of financial resources to carry the additional requirements
of highly skilled &taff and other establishments necessary for
manpower planning funciionsy ' B '

- the preocoupation of .the Goverument with its oﬁn establishmenf'
requirements and the lack of sufficient and effective association

of the private:sector'with national planning effort;
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- the technical difficulties=invqlved in making realistic working
éatimaites of trained'manpower requirements in specific development

secfors, particularly in industry and sgriculiure;

- llmltatlons of the views of some praotltloners and experts who
think that manpower planning is an UNNecessary luxury gince in a.
deveIOPing country where skills of nearly all descriptions are in-
short supply, the products of the educational gystem need no

plannlng for Job placemcnt.

Problems'Of'Manpower-Planning'for Fublic Administration .

10, ILiven in the public sector where manpower plannlng actlon in the form
of annual budgetlng of staff reguiremenis is kractlsed by the nstabllsh—
ment Ministry or Division there are still a number of problems which
inbibit effective manpower planning in many African coﬁntries.._Thése
problems relate to: | | ‘

1. Difficulties in flndlng adeq_uate data as 10 pregent needs and

availability of sgtaff, due prlmarlly 403

(a) Insufficiency of qualified officials in Marpower Plamning and
Personnel Administration, at all levels, in wstablishment
Offices. '

(b) Insufficiencies in job analysis and job deseriptions, which

results in a confused picture of structural organization.

(c) Lack of knowledge of persdnnel administration-techniques'and of

technical equipment.

(a) U#dértainties as to the qualifications needed for posis and
those of many public servants, particularly those promoted to
occupy posts of higher categories; possibilities of omission,

error andjduplicaéion in_records-and statistlcs.

(@) Uncertainties about the position and rumber of contractual .

- personnel, in view of uncertainties about diplomas.

(f) Insufficient co—ordination at a central level; no Civil Service
Commission, Central Personnel Agency or adequate Central Establish-
ment Office attached to the 0ffice of the President or the Prime f

Minister.
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All these dlfflcultles, which are amplified at the local level, prevent

Tersonnel Offlces in Ministries from knowing the exact situation of their

personnel on a day to day basigs they may know the total number of

existing posts, but cannot always give the exact number, by - classes _

and grades, of occupied and non—occupled posts, and they cannot be :

certain that posts are properly filled.

Ze

(a)

(»),

Other difficulties 1nherent in the. partlcular 51tuat10n of

public admlnlstratlon in developlng countrles.

The posts in the upper clasges in African- publlc servxces are
mostly filled by promoted subordinate offlclals who may or may
not have recelved post—entry tralnlng. As ‘s congeguence:

(1) African public serv1ces are like én 1nverted pyramid.

Lack of adaptatlon to modern techniques of admlnlstratlon énd'

to the needs of development will frequently be found among the:f'
older Afrlcan public servants, Wlthout sufflclent avallable B
candldates to éubstltute for them, even if ﬁhey could be
dispensed with. l

-(11) On the other hand, recruitment is stlll dlfflcult because

unlver51ty gradaates are s%ill very few.

Thls situation is the prlnclpal cause of two main dlfflcultles

_(1} The evaluatlon of the rate of recrultment, as Afrlcan Public

Services are rapldly groving out of’ date, and as some of the

'hlgh officials will have to be substituted in their posts by more

qualified personnel.- ‘ _
(i1) The evaluatlon of the possibilities of recrultlng, as it
depends on the ‘general education (often not spe01flc enough

for this purpose).

11. TIn order to be sble to eliminate the many difficulties indicated

above, preliminary surveys .are needed on:

(a).

Organizatioh énd”Methods'Sufveys'in Ministries and Government

Agencies.
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(b) Staff surveys on. the actual comy051t10n of African Tublie
Serv1ces, by levels and capaclﬁles, 1o find a way %o avoid

shortages of oapable high offlclals, and of recrultment needs.

(c)l-Thorough studies; on & country basisg, of the results of general

"educatlon and fralnlng within the - country andabroad.

(d)_‘The holdlng of educational courses on the role of public ‘gervanis,

and the development of admlnlstratlon publlc relations activities.,

Agricultural Manpower

12, The planning of- Hanpower requirements -for agriculture development
presents spe01a1 problems " Por am account of these: problems and ‘recéent

approaches %o overcomlng them, see document U/CN 14/WP 6/7,_“M Eower

Bequlrements for Agrlcultural Development in Africa', espe01ally

paragraphs 9 - 20,
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III, NATIDNAL MACHTINLRY FOR MANFOWER PLANNING END THE
O—ORDINATION OF TRAINING PROGR.A.MMES

13, 'Ir docunment B/CN.14/WP.6/1 and B/CN.14/WP.6/9 already referred to
earlfer,:the ffamework5'operating principles end"eesential_fqnetionejA:
of a central mechiﬁery'for:manpower planning. and for relating_trainihg
‘programmes to natlonal manpower needs, have been clearly spelt out.1

The - relevant portlons of both documents should be consulted in dlecu351ng

organlzatlonal structures for manpower plannlng.

14. In the discussions special attention should be glven “tog

(a) The prevailing dispersal of governmental authorltles 1nvolved
in taking action 'on manpower plannlng and tralnlng admlnlstration
ruand the need for effectlve co—ordlnatlon of ;efforts through a 7
central machlnery whlch could: ensure. the 1nclu31on of nanpower -
programmes as an 1ntegra1 element in the progre331ve formulation

of over-all economic and social development planss

(b) +the inhibiting influence of inherited structures in the evolu-
tion of effective central machinery for manpower planning and
training co-ordinatien ~ this is readily obvious from the brief
account on national mechinery for the co-ordinated administra-
tion of training in eome African counitries, which is contained
in Annex I of document E/GN.ld/WP.G/l;g/

(¢} the technical and administrative bottlenecks inherent in the
process of co—ordinating manpower planning action undertaken by
various governmental departments and agencies and by private

employers, and consideration of ways to resolve these difficulties;

1/ See also document &/CN.14/WP.6/4, Trained Manpower for Accelerated
Develqpment in Africa, paragraph 95.

g/ Since the summary notes contained in the Ammex referred to were
prepared in July 1965, some countries have improved on their
- organizational set~up in order to achieve a more effective central
co-ordination of their training programmes. Unfortunately, information
regarding thie improvement was not yet available to the Secretariat
for the purpose of bringing the notes up to date.
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the indicative nature of the framework and functions saggested

- for a central manpower plannlng machlnery and the need to

reconclle the suggested framework and functloﬂs to the practlcal

_realltles of the 1nst1tut10nal setﬁup and materisl and human

resources. of 1nd1v1dual countrles undertaklng 1ntegrated manpower

plannings

the necessity for each country to irain indigenous perscnnel

“in tha various essential technigues needed for. manpower plannlng
‘and to build up a nucleus of manpower planners and speclallzed

trsining administrators to man national machlnery for,manpower

planniﬁg.
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Iv. LXThRNAL AQSTSTﬂNCL FOR MANrOuuP PLANNING AND TRATNING

15. The prlmary 1nterest in d1 Cuséiﬁg external aid within the”fraﬁework
of ﬁanpower plannlng and tralnlng admlnlst&atlon ig to call. attention to
the p05s1b111ty of Afrlcan countries eyploltlﬂg external assistance %o
establlsh the necessary prewcondltlons and organlzaﬁlonal framework for
manpower planning, as well as to identify specific priority  areas where
such aid’ ought ‘to be directed with betier resultsa It is not the intention
to- dlscuss the specific zid programmes for manpower and training. that are
currently”beingroperated.by'the*Unltedvﬂat;onsffamlly organizations,

governmental agericies of donor' couniries and by private organizations.

Sources of External Aid

16. Lxternal aid playé a substantial role in the development of Africa's
manpower resources, both through direct assistance for training Africans
and through indirect subsidies in the iraining of Afvicans in the institu—

tions and establishments of countries outside Africa.

17. In the provision of external assistance for manpower development
‘international, governmental and private organizations make substantial
contribuiions. The gources of aid for manpower developnent are numerous;
generally, aid from bilateral sources predominaiss. Conssgnently, the
effectiveness of external aid for—edaéation and other aspects of manpower
development has tended 1o be weakened by duplication of vfferss inconsisten—
cies between the different policies applied to ald progranmes; the risk
involved in "tied ald" and in the Naingle model" implications of reliance

on a single donor for the deveiopment of educational systems; and by the
problem of lack of sufficient co—ordination of aid programmes in aid~

receiving oouniries.

18. In terms of externmal aid requirements for manpower development and
training administration mention may be made of some of the major sources
of aids |
(a) United Nations: provision of fsllowships for training netionals
from developing countries.in the procedures for technical

assistance co--ordination.
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(a)

&)
(e)
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UNESCO: assistance in educational planning, particularly
through its four regional groups for ‘training educational

planners {associated with IDEP for the Afriéan=Regionl/)

~and its International Institute for dducational Plahning.in

. Paris. -

Ti0: operation of country programmes of assistance in manpower
gurveys and plannings collaboration with IDEP in providing

courses irn manpower planning.

WHO: assistance in the planning.df_manpower{needs fpf_health

progfammes and the training of health plauners and_administraﬁors.

" “UNICEP:  assistance in support of youth progfammeé, the plannhing

of youth programmes. and the training of administrators for the

programmese

-OHCD. prov131on of a531stance in educatlonal plannlng since

_1960 and the training of educational plarmers to the benefit of

Afrlcan countrles covered by its Medlterranean Reglonal PIOJect.

.Bilateral_donor Governmenis: direct assistance on requesty for

manpower surveysg_training administration and for specific

manpower planning functions.

Private FOundatlons_w Ford and Rockfeller Foundatlons for example,

support for nlgher educatlonal programmes and for government

_e&ucatlonal plannlng unlts or agencles.

FPorn of Bxternal Aid for Manpower Development

19. External zid availasble for manpower planning and iraining administra—

tion commonly takes the follow1ng three main forms.

(a)

Flnanclal a581stance° Tor the conduct of . manpower surveys,
establlshment and development of central manpower plannlng

machlnery,purchase of 1abour data proce581ng equlpment, etc.

—/Tha regional group for Educgtional Planning and Admlnlstratlon in
Belrut also beneflt ‘the North Afrlcan Sub#reglon. :
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(b) Provision of scholarships and fellowships: for training nationals
. abroad in the teehniquee.of.manpower planning and training

administration.

(¢) Supply of experts: for educational planning, manpower planming,
manpower eurveys, educational and labour research,qand?fer
advisory service on various manpower planning:operatieﬁsg_

Mobilizetion'of Bxternal Aid for Manpower Development

20. ‘It ocught to be a pre-condition for the offer of external agsistance
for manpower development and training that prospective recipient countries
should_have-ratipnally aeeeeeed manpower needs, training programmes related
to these needs aﬁd a.cenfrel machinefy for relating training to manjower
requlremente and for ensurlng the effective utilization of aid in ameliorat-
ing ehortagee in skill requlrements. dere this pre—condltlon to be upheld
1neletent1y, many iAfrican countries would g0 - without external ald for
educational development. However, the absence of this ba51c condmtlon
ehould not prechlde developlng countrles from maklng request for, and
receiving external ald,-although_the fulfilment of the pre—condition would
considerably facilitate the effective utilization of ald recsived for the

given purpose.

21. External ald in support of’human resources assessment and development
should therefore be channelled flret to the eetabllshment and 1mprovement

of national machinery and to creatlng the essential condltlons both of

which facllitate the assessment of national manpower and tralnlng requlre—
ments for development, and which 1mprove the utilization of further external

ald for the successful realization of national development objeciives.

22. In mobilizing external aid for men?ower planning and fraiﬁing

adminietration, the following priority areas of need—ehould“be'COnsi&eredg

{a) The eetabllshment and’ development of natlonal machlnery for

T manpower planning and tralnlng administration - the multlpllclty
of external aid sources makes 1t imperative that every a1d—rece1ve
"ing country should have.an efficient central machinery to

co—opdinate external ald offered and received for the tralnlng
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of nationals in essential alrills, minimize undesirable competition

and waste in aidhprogp&@mas and. $o ensgure thai the use of aid

... received is dircoily rslated to. esbablished national fraining

(b)-'

(o)

(a)

prlorltles and p*ooramnuso

Tralnlng of nationals for manning the central manpower planrning

_machinery, thereby ultimately eliminating any necessity for con-

tinued reliance on exbernal technical assistance personnel in

- this field, and also ensuring the'availability of a permanent

staff to carry out manpower planning functlons on a conilmuing

basis.

Kanpower Surveys and Plannings surveys of special manpower probléms,
including surveys-of general unemployment, unemployment anong

school leavers, rural undsr—employment, employment potentials and
situation in specific economic sectors, etc.; survey of training
requirements and local facilities in both formal institutions

and within industries and estsblishments, in relation to their
capaclty fo cope‘wifh current aﬁd future requirements of trained

manpower.

Lducational planmming, both over-all and by level and type of

education, in relation to aseessed trained manpower requirements.

Educational planning alsc regquires the support of educational
regearch, particularlyv research into the content of education in
terms of occupational requixements, curricula reform, costs of

different forms of education, educaiional technology, etc.

Aetion in specific fields of ﬁanpower planning functions, in

particulars

~ job description and job classifications;

- job evalustion and incentives planning, inciuding wage and
salary struciure analysls and planning:

- vocational guidance service planning and development;

-~ analysie of gkill structures by industry and manpower Programmes
for main economic sectors; _

- short-—term and perspective over—all maﬁ?ower plansg

— planning for highsr productivity through job simplification

and modernization of produciion technigques;
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R fdrmu’lating programmes for the training of specialisgts in
- Specific fields of national developments
- planning the organizational machinery for manpower planning
and administration; o '
. -~ assessment of social factors in labour mobilization and

‘motiv tions etc.
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: 7. TRAI’“NING ABROAD AS A FACTOR 1IN .MANPOWER.PLAMING—:-L/ -

23. In the last three or four decades there has develoPed a very great
_interest in the whole phenomenon of etudy abroad. And durlng apprOX1mately
the eame perlod there has grown an acute awareness of the role of education
and tra;nlng in the development of manpower reeouroee. " But the relatlon—
ship between these two eete of problems is not alweys sufflclently recognlzed.
BEven 1n oountrles Where the prohlem of manpower development is olosely
ralated to opportunltles for study abroad - whlch 1noludee most African
States - thére is a pereletent tendency to view each set of problems in
‘1solatlon from the other, rather then to regard them, where approprlate as
'two maaor aspects of the same problem. That is to 5ay, speolallete in
forelgn student probleme tend to consider them in 1eolat10n from menpower
problems, and menpower gpecialigts are inclined to pursue thelr own
| sctivities without detailed referente to matters of study abroed. " Both
are aware of the other's role and interests, and both reedily.edoit that
the other 31de of the question 1e 1mportant but little is done in a

"rooherent way to v1ew both eldee of the question together..

24, The problem as a whole'muet'heoesearily be viewed wiihin'e context
of'fhe need for social and ecoﬁoﬁio development. Study abroed oosts money.
And all too often it leads to a loss of potentlally ekllled manpower when

‘students do not return home. Can a developlng natlon afford such
expend1ture° ind how is 1t to deolde how muoh of” 1te resouroes t6 devote

Cto such purposee?

. 25+ Manpower development is, of course, only part of the over—all picture
of international education, just as study abroad ig only a particular-part,
‘and eometimes-a'emall one, of the problems of’manpower development.  For
~ecenturies there hag been an international movement of students; research
workers and trainees. And howevervhighly-developed’arnation may become
it:is inconceivable that it would cease to send students abroad or %o
recelve foreigners. There are the Vietae'of international understanding,
intellectual edVenoement, and oomparatlve artistic experlence, be51des

those of economic development. The primary concern here, nevertheleee, is

l/faper prepared by UNLSCO in relation to Item 6 of the Frovisional Agenda.
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the way inEWhioh~study abroad can help to supply the knowledge and skills

required to inoreese e nation's material wealth and social well-being.

‘-26,f The startlng p01nt must therefore lie in sclentlfle surveys of _

manpower resouroes.. The maln lines along whlch suoh surveys may be :

' conduoted are elready we}l estebllshed. These prOV1de for the foreoastlng
“of manpower needs 1n reletion to probeble future resources. To a great

‘ extent thls is an exer01se in demography and eoology The rrend of -
_populatlon can be predloted and brought into reletlonshlp Wlth enV1ronmentel
feotors. But one oannot go very far nowadays before the questhn of
knowledge and skllls enters the plcture. These are ecqulred by an eduoaw
tional prooess, whloh in turn means speolflo estebllshmente, suoh ag schools
and unlveremtles._ ‘This neoessltates a further d1mens1on of forecastlng,

80 as 1o be eble to predlet the outrut of gkilled persomnel et any glven
tlme. Thls musﬁ be v1ewed, agaln, in relatlon to the antlolpated demand

_.for Speclflc skllls.

'27. Thi's exercise has revealed thet for many netlons there are 1mportant
gaps in trainihg facilities. They may be of @ temporary nature, in so far
as ourrent plans for eduoatlonal development heve alreedy made prOV1S1on _
‘for the oreatlon of the  necessary, institutions. But in many countries there
may be no foreseable means of furnlshlng oertaln types of. skills and
| knowledge through domestlc 1nst1tutlons. Thls may apply partloularly in
hlghly speelellzed branohes of s01ent1flc research.m On the other hand, the
need to find sultable study fa0111t1es abroad may be by no meens 11m1ted
to temporary exigencies or to high academic levels. Although 1deally, and
. .as- a princi@len to,begas far as_possible-sustained; noﬂone-should,go abroad
ffor_prolonged academic instruction before he has obtained a first -
university degree, there are in preotioe~many‘countries where large numbers
of persons go abroad to study at a university level, or even a secondary
level, and are:likely. to do so for-many-yeers to come.. ‘For most develop-
ing countries; therefore, educatlon and training - abroad must be V1ewed as

.one -of the fagtors to be given serious attention in manpower planning.

28, The degree of e%tentlon to be glven by governments to the problem of

education and training abroad mist depend, naturally, on the. relatlve
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.importanée of the matter in ths country coﬂcérned. This may in turn
determine the actual mechanlsms that Wlll be created to deal with the
- problem. In States which heve created & central "Manpower Plannlng
;Authorlty" there should he a'unlt in i$ éoncerned gpecifically wlith over-—
seas ‘tralnlng° In othnrs there may be an approprlately equlpped depart-
ment in a Mlnlstry of Jducatlon or Mlnlstry of Eoonomic Development. But
whatever the sctual maohlnery, which mist in any case: conform with the
partlcular governmental pattern of the country concerned,‘the functions
- 0. be performed through such machinery w1ll be much the, game in most

cases, and can be classified as follows:

(1) Llalson with manpower survey suthorities in order to maintain
up-to—date information on future needs in all fields of activity

requiring apecialized or advanced training.

_‘(ii)~ Llalson with e&uoatﬂonal plannlng authorltles in order to _
malntaln up—to—-daise 1nformat10n ohn future output of speclallzed

personnel from domestic institutions.

(iii) ~ Registration of all persons already known to be studylng abroad

(1nolud1ng those travelling under non-governmental ausplces)

(iv)._General Formiiation of overseas tralnlng pollcy on the basis of

the above datao

(v) Pormilation of overseas scholarship policy, including the establish—
ment of appropriate regulations for selection, paymént, etc.,

through which future manpower "gaps® can best be filled.

(vi) Superviéion of work of educational br cultural attaches, or
other persons concerned with student affairs in foreign -diplomatic
posts.
‘(vii) Maintenance of information on study facilitiés, living cornditions,
student regulations, etc., in countries of'study.
(viii) Iiaisorn with foreign affairs authorities_cohperning the develop—
- ment of study abroad as an element in internatidnallcﬁltural

_ relatlons pollcy (e g. choice of countrles to whlch students
should be sont) '
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(ix) Liaison with financial authorities concerning foreign currency -

facilities from which "reoommended" studente can benefit,

(x) Organlzatlon of followeup activities conterning réturned’

etudente.

.(xi);‘Malntenanoe of an information oentre, on all existing oﬁfortﬁnities
.__(and not only those organlzed by one's own government), for etudy,
. reeearch, trelnlng, teaching, eto. ebroad (whether sub51dlzed or

not).

(xii) Liaison 4ith international organizations (nota‘oly UN‘ESGO) operat-
ing exchange of persons programmes, and with the dlplomatlc
missions of States with which there are bilateral agreements

involving the exchange of pereonsQ

29. . All the above funotlons can be more or less dlrectly related 1o the
crlterle of manpower plannlng, i.e. the prov1szon through overseas training
of the skills and knowledge required for economic development. But it is
clearly not alyays possible to draw hard and fast lines concerning the

: 1imits-of such functions. Much will depend on where = unit is located

in the governmental'etruoture.' Auniti located in a-Ministry of Education
may be drawn into questlone of educational development in general, S0 as

to touch upon many matters of intellectual or oulturel elgnlflcanoe which

. are not directly related %o economic development. Or it may be responsible

;. for forelgn etuaente coming into the country. A unit in a Ninistry of
LoOnomlo Development may be concerned with eeourlng "the services of foreign
specialists as well as with eendlng-lte own students abroad. A unit in
the oultural relations department of a Minietry of Forelgn Affei.re_ nay be
" respongible for the organization of exhibitions or theatrical performances
as well ag for study abroad. The formula will differ according to each
natlonal sltuatlon. The only point fthat needs %o be made here le that
somewhere in a national administration there should be a'unlt Whlch is

g0 placed as to be ahle to take an over-all view of itraining abroad as a
factor in manpower plannlng. The broader the view, so mach the better.
But the role of suoh a unit ehould never be 80 narrowly deflnea as to
exclude interest and, if poselble,.actlve partlolpatlon in all, or at

least most of, the twelve functions outlined above.



x

B/CN.14/9F.6/5 .
Page 19 -

VI. BECOMEﬁNDATIONS FOR ACTIQN
30. In‘conéideriﬂg'appropriafe measures for evolving and developing

central machinery for manpower planning and training administration, includ-

ing trained personnel for the machinery,_full'cognizance'should be taken

of the present world-wide demand for manpower planners and the scarcity of
~specialistes in this field, It would therefore be unwise for any country

-to rely too.heavily on external sources for manpower specialists; local

effort mist be made to get the required personnel trained.

3l. According to the stage various African countries have reaohed 1n

,manpower plannlng, approprlate measures for achieving effectlve and ‘&om—

.prehen81ve manpower planning and tralnlng co-ordination should be considered

on short— and long~-term basis as folloWS°'

Short—term measures

l. Training of nationals throughs

'(a)-the uge of under—s%udy gtaff to work closely with, and learn from
technical assistance personnel and‘qontract exbarts for manpower

surveys and anszlysis;

() attachment of serving economists snd statistioians o the

establishments of countries advanced in'manp0wer'planning techhiques;

(c) the offer of post-graduste scholarshlps and fellowshlps for courses

in manpower ‘and educational plannings

(d) participation in the plannlng courses available at the African
o Institute for Economic Development and. rlannlng and at the UNESCO
regional group for liducational Flanning and Administration in
'Belrut, ag well as in the courses for administrative training
available at the Centre Africain de Formation et de Recherches

Administratives pour le Developpement.( CAFRAD).

‘2. For countries that at present do not haﬁe'any central machinery
- for manpower-planning and are not undertaking manpower analysis

on a continuing-%asis, immediate action should be taken to:

(a) evaluate the organizational problems and possibilities in

centralizing the dispersed responsibilities for ‘manpower planning;



E/CN. 14/WP.6/5

Page 20

(p) initiate leglelatlve measures creating a Mempower Planning Agency

with a technical maohlnery for manpower planning and 'bra.lnlng

,GOerdlnah}Oﬂg_glVﬁﬂ” the agency adequate powere and resources for

- effective operations

(¢} utilize external assistance in men and money to secure advice on

" “the eetabllshment of a nuoleus manpower planning organization and

to undertake comprehensive surveys of current and future re@ui:e—

ments of trained manpowerls

Long-term measures

1.

24

.

'6'

Further development of oentral maohlnery for manpower plannlng
to ooPe adequately w1th all tasks entrusted to it, 1nola&1ng the

adequate staffing of the machlnerya

RHMrWMMMOfMﬁﬁ1mh&mahmwdﬂmmwtﬂw@

job a.ttaohment and orientation courses.

'Compreheneive'manpower surveys and analyses by oategories of

occupational skills and fields of economic activities, with
projections of requiremnents to the year 1980, and the sdoption

of techniques for the annual budgeting of trained manpower

: req’uirementso

The development of other aspects of manpowem_planning,eervioes,
jneluding the establishment and developmenthofﬂvocational

guldance service and the eetabllshment of registers of potemtial

new additions to e11et1ng stook of tralned manpowei by the various

skill speclallzatlone.

Adopting measures to correct 1mbalanoee inrthe suﬁply and demand
position of gpecific occupational skills, and in particular, the

problem of growing surpluees in gertain oategorles of educated

. pereons - prlmary end secondary echool 1eavers 1n some countries.

The. formulation and 1mplementatlon of natlonal tra;nlng policies,

priorities and strategy which w111 facllltate the effective

translation of manpower plane into training programmes. for
ade@xately meetlnﬂ the over~a11 requlrements of natzonal develop—

ment.

e '*;it
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EBCA's amsistance

32. The BCA is anxious that member States should take the necessary acition
for assessing their present and future manpower requirements and for
est&blishing and/or developing central machinery for the purpose, including.
thg co—-ordination of their training programmes. In this endeavour the ECA,
in full collaboration with the 110, UNESCO, FAD and the other spewialized
agenciés concerned with itraining, is prepared to assist member Sﬁates, on

request, in any action planned to realize the above objective.

33. In this connection, the LECA has initiated action %0 secure the services
of a Regional Adviser to assist member States, on reguest, with advice on
the principlés and methods of manpower planning and their application to
specific situations prevailing in their respective countriss, and on the
establishment and development of appropriate machinery for manpower plamning
and training administration. It is also planned, under its regional
training Progrannes, to 1aunch, in collaboration with the I10, UNLSCC, TDEP
and other organizationg, a programme of comprehensive training courses for

African manpower planners and specialized training administrators.
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