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MIDDLE-LEVEL HANPOWER RIQUIREMENTS AND TRAINING
KEEDS IN AFRICAN COUNTRIES

I. INTRODUCTION

(a) The lack of knowledge about middle~level manpower

It is frequently remarked that shortages of middle~level ¢r intermediate
manpower of varicus kinds are restricting development efforts in different
waye. This is usually expressed in terms of the resulting under-utilization
cf "the secarce high-level manpower, 6.g. a doctor's inability tc function
effectively without a staff cf trained nurses tc support him. Alternatively
it is asserted thut the scarcity of skilled or superviscry middle-level
manpower liwmits the pessibilities of job-creation for the unskilled and
semi-gkilled. l/ But beyond these general c¢beervaticns on the bottleneck
nature cf current supplies of middle-level nanpower vis—a~vis different
development activities, little detailed infourmation cn either the nature
or extent of the problem seems available. ilcrecver, appropriate policy
measures to satisfy the current and future needs for middle-level manpower
are generally lacking. Hitherto, the main effort has been devoted tu the
satisfaction of higl—~level manpower needs.

A further complicating iactcer in defining the problem is that middle-
level manpower is not a static entity. Doth the nature and occupational
characteristice of middle-level manpcwer are changing as eccnomies develop
and stocks of educated pevple increase. This aspect will be discussed in
. greater detail below. In the rest of this Introduction we will go on to
examine some of the distinguishing characteristics of middle-~level manpower,
its changing nature, some of tue guestions about middle-level manpower that
need ' tov be .newered, and finally t. indicate the scipe of the present

 study.

(b) Scme characteristice cf middle~level manpcwer

Attempiing tc define middle-level manpower is nct easy. Bvidently
the term refers to a group whoe fall in between those at the top, who use
their own initiative and direct the work of others, and these at the
bottom whe follow instructicns and carry out routine jobs. These latter
two groups correspond roughly to high-level and low-level manpower, the
former normally being considered io require scme kind of tertiary education,
while the latter need only a certain minimum of education, Cr even nong at
all, to carry out their unskilled and semi-skilled tasks. By contrast,
middlie-level workers frequenily both receive crders from abuve, and direot
the work of c¢thers. Similarly, the educational requirements for middle-level
jobs can vary irum a partial primary education upwarde, according to the
nature of the work and the level of educational development in the country
concerned.

l/ I.L.0. BEmplcyment Policy in Afrioa,‘Pt. 1 Problems and Policies,
Geneva, 1969..p.42
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Among the basic characteristics of middle-level work are a significant
degree of persunal responsibility; the necessity tc exercige judgement
within certain usually well-defined parameters, a superviscory relationship
with one or mcre semi—skilled cr unskilled werkers, but little or nc
requirement tu take any kind of innovative cr precedent — setting decisiouns.
In other words, middle-level workers have certain usually well-detined tasks
tu carry cut, but an appreciable degree of perscnal initiative in deciding
how o go about them, and frequently may draw on the services of cther
less skilled workers to aseist in the achievement of these tasks. Of course
in a particular middle-level job situation such characteristics are .
applicable in varying degrees, but all of them are likely to be present
to scme extent in any middle-level position. Jobs possessing these charac-
teristics are to be found in all types of economic and sceial activity, in .
both the public and private sectors. Hence a very wide range of cvccupaticns
are middle-level occupaticns, or include a proportion of persons working
- in middle-level type Jobs.

This extreme occupational heterogeneity constitutes one of the moust
complex aspects of any study of middle-level manpower. Among major cccupa-
tional groupings of middle~level manpower, the following may be singled
out for mention at this stage:

(i) Peachers at the primary and poussibly lower—seccndary levels.

(ii) Medical and health staffs, e.g. nurees, qualified midwives,
health assistants, varicje medical and laboratory technicians.

(iii} Clerical, accounting, and sales personnel. These may be identified
as the "staff" members of the labour force in private enter-
prise undertakings, in particular those occupying supervisory
pesitions, and their cgquivalents in the public service. There-
fore junior personnel such as shop assistante, typists, and
junicr clerks would be excluded, whersas, e.g. stencgraphers,
perscnal assistants, beokkeepers, and sales superviscrs cught
to be included.

(iv) Craftsmen. The persons to be ccvered under this heading are the
' foremen and master craftsmen, who will normally have apprentices,

learners, or semi-cr un—skilled workers under their dirsction.
Almost by definition these positions are not open to school—-
leavers or recent trainees, as a large part of thelr required
qualifications is substantial jcb experience, However, the
relation between these position and apprenticeship arrangements
etc. which supposedly lead tc them, needs investigation.

(v) Technicians and Scientific Workers. Assistants tou engineers and
scientists in experimental work, and supervisors of routine
operations, plant installation and modification, etc. Also
metecrological assistants,
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{vi) Transpert and comsunications workers. This cateycry includes
& wide vuriety of cceupaticns such as zir traific contrellers,
rail operaticns supervisors, broadcasting and telecommunicaticns
supervigere and technicicns.

(vii) Agricultural, forestry wnd fisheries workers. In particular those
supervising the implenentation of projects in vhe field, e.z. tor
extension conservatioun, regeneraticn, whether werking with
individual farmers, rishermen etc, as guvernment aients, or for
large-seale cummercial cperatioas, e.£. plantation agriculture,
lumbering.

The groups of occupaticns listed abuve include scme impertant areas
of female emplcyment, e.g. nursing, teaching, secretzrial work. Given the
widely felt need to expand cmployment opportunities for women and girls,
and their increasing access to education in many countries, the female
compenent of the middle-level workforce ie one which particularly requires
further examinaticn.

A further complex characteristic of widdle-level manpower, apart from
its occupaticnal hetero_eneity, ‘is that it is to be found in all sectcre of
the econcmy. But while some middle-~level cccupations are characterictic of
particular sectors, many others, e.g. clerical and sales workers, some
types of transport workers, are found in o number of economic sectors, This
factor needs to be taken intc consideraticn when discussing the development
of training facilities. '

Not all of tie holders of middle~level pesitions necessarily stay
permanently at that level. There may be instances of graduates who enter
Variocus typces of middle-level jobs as a form of preraration for entry to
high~level posts within a more or less shurt time. This practice is known
in developed economies, and it would be interesting to know whether it zlso
cccurs in develoying ceuntries, as it t¢bvicusly has aun impact on the
compusition of new manpcwer requirenents. Similarly, lcng-time holders of
middle~level positicns may on occasion be promoted to hiph-level jobs on
the basis of lung experience, particularly in managerial fields, and conver-
sely various typee of semi-skilied workers ray witih experience move up
to superviscry or more skilled pesitions at the middle-level. Thus many
or even mest middle-level cecupations cannot be regarded as terminal, and
sources c¢f recruitment are not limited to the cutput of the formal educa-~
tional systems.

(c) TIhe changing nature of middle-level [2NDOWEeT

Beonomic development implies increasing diversification of eccnomic
activities, and hitherto has often resulted aleo in the introduction of more
modern production techniques. Un beth of these BCCres, new cccupations may
be created in a country, st the middle-level as at other employment levels.



E/CN.14/w>.6/40
Page 4

Conversely, the intrcduction of a aew industry or rew producticn precesses
may lead to the supsrceseion of previous activities, or a particular

natural rescurce may be exhaustod, puesibly leading in, either case tc the
disappearance of certain cceocupaticns, Thus there are a number o¢f influences
at work in a developing ecovnomy potentially leading to medifications of the
cecupational compesition of the employed labour force, and this applies at
the middle-level as at cther levels of employment. dven if cecupational
titles remain t.e same, the content of the wurk assyvciated with a particular
occupation may change over time due to the faooctors mentioned above.

The charactsristics asscciated with middle-level manpower alse vary
with changes in the gualificationa of new entrunts to¢ middle-level cccupa~
tions. As African educaticnal systems develop, the number of new entrants
t¢ the labour force with a given number of years of education is inecreasing.
This increases competiticn for jobs requirins education, and leads tc a
tendency tc raise the level of educational gqualificaticns demanded for entry
t¢ a particular job, e.g. primary schoul~teachers, whe may previocusly have
received only a primary educaticn themselves, are now increasingly recrui-
ted from those with at least a completed luwer secondary educaticon or a
B.E.P.C. in the majority of African ccuntries, Again as increasing numbers
of educated girle enter the labour force, this circumstance may alsc have
repercussions on the compesition of middle~level manpower.,

These considerations indicate the desirability, in any study of middle-—
level manpower, of continually bearing in mind that the entity to be
studied is not a etatic cne. llhere is a need to consider ncet only the
characteristics of middle-level manpower, but also the trends of change,
in asseseing future demand and the pclicies to satisfy it.

(d) Questions about middle—l:vel masapower that need answering.

The bamic cobjective of studiev of middle-level manpower must be to
contribute towards the provisicn of the personnel required tc service the
continuing sccic-eccnomic development of each country. This implies in the
firt instance finding ways to satisfy current and future requirements for
gcarce middle~level manpower. A starting pouint is t¢ build up a comprehensive
picture of bhe current employment of middle-level manpower, by occupaticns,
and current and anticipated shcrtages as seen by employers. Subsequently,
following this approach, it would be necessary to make a further independant
assessment of future middle-level manpewer needs, and then to indicate
pulicy measures (e.g. provision of additicnal training facilities) tc
ensure that the forecast needs are satisfied.

In practice, hcwever, the situation is likely to be mure complicated.
Many ccuntries are now experiencing the simultanecus cccurence of scarcities
of middle~level manpower and the presence of growing numbers of job-seekers,
in particular the products of secondary eduocation, locking for middle-level
Jobe for which they are at best only partly qualified. This is reflected
in the presence tugether of vacancies and significont unemployment,
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The re scns for this joint cccurence of vacanc::s and unemployment
need tu be analysed ac a prereguisiie fur prllcy measures to saiisfy
middle-level manpower needs. This will involve tie exuminaticn of a number
cf aspects of manpowsr utilizaticn, such as tie aze cnd sex structure of
the employed labcur force, sud of Job-seekers, und alsc the elucidaticn of
employers' recruitment practices and preferences., But first the mechanism
of the simultaneous cccurence «f vacancies nnd unemployimont neseds to be
examined in mcre detail.

african populaticns are jenerally young, as cempared ¢ these of
develcped countries, due to¢ their relatively recent rapid increase, and
this is reflected in a predominantly young employed labour force (the
expansiocn of the mcdern economic sector and of tae educaticnal system are
also both relatively recent phenomena in most cf Africa). Thus most
coccupants cf posts requiring, say, more tuan a completed primary education,
are alsc relatively young, perhaps under 45 years cf age. Thie implies
that wastage due to deaths and retirements is not yet a eignificant factor
in labour turnover. On the cther hand locaulisation and econcmic expansion
have recently been major scurces of new employment opportunities in African
economies, and while the signiificance c¢f lccalisation in this context has
now declined in most countries, efforts to provide more jobe through
continuing ecunomic expansion are increasing; particularly in view of ihe
recent growth of emphasis on employment creaticn as an objective cf
national develupment.

It may be expected, therefore, that most aAfrican ccuntries will in
future show a growing demand fur new workers to satisfy the nedds of
economic expansion and employment creatiun, plus a limited gruwth of demand
as the natural wastage ¢f a mature labour force has to be fully covered,
but a diminution of demand as the requirements of localisation are met.
Except in the case of a few highk -level cocupatiuns, predominantly adminis-
trative in character, which were breviouly largely expatriate-held, this
picture implies that for mest types cf employment there will be a conti-
nuing demana for new workers, though its extent will vary between cccupa-
ticns according to the struoture of eccnomic development in any particular
country. Conversely, under the Joint stimulis of decclcenisaticn ard locali~
sation, African countries have alsco expericncedn rapid growth of educaticnal
enrolments, sc that the—yutput of educated entrants t¢ the labour force has
als¢ increased rapidly < The current piciure is therefore cne of vacancies
for many kinds of skilled workers parallelled by a growirg number of Primary
and secundary school-leavers secking jobs of ditferent kinds.

At first sight it might bLe expected that the joint cccurence of these
two phenomena would result in their prougressive disappearance as increassed
numbers of schovl-leavers were recruited to fill vacancies. Yet both vacancies

1/ The parallel ECA study "dvaluation of Seccndary Schocl Enrolment and
Cutput in relaticn to iniddle-level Hanpower Requirements in Selected
African Countries" gives detailed attention t¢ this aspect.
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for skilled workers ond unemployrment among school-le.vers continue to exist
and even tc increase. Lany pussible facturs cuntributing to this situation
may be menti-ned.

In the first place, there is prcbably a tendency for the numbers of
schovl-leavers to incrense faster then tue numbers ot nrew jub oppertunities.
That this is s8¢ is suggested by the increasing efforts to mzke job ereation
a concomitant of all new develcpment prujects, particulariy in tne context
of relieving subsistence-level puverty. But since the successful creation
of large numbers of unskilled jcbs in turn depends on the provisicn of
niddle-level supervisory stwff, this in turn implies = further pressure to
bring educated job seekers inte centact with middle-levsl employment cppor-—
tunities. '

There are twe obviwus ways of entering any ftype or level of employment,
either from ocutside tue employed,labour force, cor by promotion or transfer
from another form of employment. The first of these avenues cf entry is
of particular concern to schocl-leavers as a group, while the second refers
mainly tc¢ an clder zrcup, cor ai least to¢ cne with more work experience.
This latter group probably has fewer formal quulifications, but in the eyes
of many employers more than makes up for this by its experience and mcre
realistic work and salary expectations. The drawbacks, from an employer's
point of view, tou recruiting schcol-leavers for middle-level jcbs, ore
their lack of any work-experiences, the possibly limited relievance of their
educaticn and training foer the Jjeb in question, and their freguently intla-
ted aspirations with reference tu sarnings and job responsabilities.
Reascns such as these have been cited in many studies f.r the reluctance
of employers to recruit schceul=leavers for middle-level jubs. On the othsr
hand, the possibilities of internzl promotion to middle-level positiche
from within the employed labour force may be limited in most African
countries by the poor educaticnal background of the present steek of
lower—level workers, from which promotion cendidatss would have to be
drawn. Again, the relative attractiveness c¢f experience and education as
qualifications for recruitment tc middle-level posiftions vary in different
types cf work and different sectors of the econoumy. As an initial generali-
gation, it may be observed that the public secter is better eyuippred than
a privete employer to absorb the costs of recruiting and training inex—
perienced schiscl-leavers., Alsc, possession cf the educaticnal background
necegsary to make a recruit more easily ftrainable is rerhaps sicre important
in some technical cceupations, where job experience counts for less than
the capacity t¢ absorb new information and make immediate use of it,

Bven suppusing that school-leavers did have reasonable aspirations
with regerd to their potential employment in middle-level position, it may
8till be doubied how far they would be recruited by empleyers. Such a doubt
stems from thne unlikelihood thet most feenagers cr young people possess

J/ Another possibility is tc¢ recruit badly needed middle—level manpower
from ancther firm or crganizaticn, but ¥als is only a2 soluticon at the
level of the recruiting body, the problem of shoertage merely being
trangferred tc the bedy from which {the recruit comes.
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many of the qualities required for satisfactory perscrmance in middle-level
positicns. By definition they cannot huve the experience necessary as a
basis for the decisicns which have tc be taken regularly by cecupants of
many middle-level pousitions. Similarly, supervision of frequently older
subordinates will be difficult for a young and inexperienced perscn unable
tc command tie necessary degree of respect. These consideraticns Sugzest
the need for preparntory training fur aiddle-level positicns to be more
than simply vecational in character.

The structure cf incomes and incentives in many African countries is
such as tu disccurage uany schocl-leavers from seaking middle-~level
rositions exceplt as 2 last rescrt, und then only on unrealistic terms.

Many newly-independent African countries carried on with expatriate terms
of service for their newly-appuinted African senior sdministrators. This in
effect created a privileged class of hignly-paid senior cofficials, with a
vested interest in maintaining this situation, and alsc contrcel of mest

of the positivns of puwer, which permnitted them to de¢ so. The salary
differential between this .roup and cthers is in most cases censiderable.
Hence there is a temptatiun to school-leavers to aveid immediate employnient
and seek ways of obtaining additicnal educution in crder to qualify for
high-level pusitiuns, even thcugh the competition for these is intensive
and tending tc increase. Thuse who succeed in fulfilling the qualifications
for entry tov 2 high-level position, but are unsuccessful in finding an
vpening, then feel themselves t¢ be cver-qualified for entry to & middle-
level pesition, and accordingly are reluctant to take this latter step,

In such wayes the existing pattern of szlaries and conditions of service

in African countries, eepecially in the rublic sector, militates agsinst
the successtul placement of school-leavers in middle-level poustticns.

The urtan-rural gap and its ioplicatiocns for developuent is another
consideration petentially affecting tne satisfocticn of middle-level
manpower needs, Virwsually all African ccuntries sre predeminantly rural,
yet much of the thrust of developrment has been concentrated in & few
urban areas where most industrial and commercial activities are lecated,
ag are the majority of government sstablishments. Thus nigh-wage, employment
tpportunities are algo concentrated in these locaticns, and so are the
better educaticnal facilities. By cuntrast the rural macses have remained
largely neglected, and the beneiite of development have passed them by.
Education and wage employment have becume assccicted with tie urban centres,
and this has encouraged the drift of sewi-ecucated youth from rural areas
in search of what they cumeider acceptable employment. But the increasing
emphasis on rurzl develcpment implies increasing numbers of new niddle-level
Jub cpportunities in rural areas, tc¢ provide the cadres of cfficials to
lead develupment projects, t¢ fuster agriocultural gself-employment, and to
encourage rural enterprise. —/ To the extent thai such rural development
efforts are successful, they will in time also provide additicnal commercial
opportunities which mnsy be taken adventage of by thise with education. These
factcrs suggest that the current equaticn of the possession of educational
qualificaticns with urban .mployment will become Erogressively less realistic,
and increased effcrts will be needed to orient urban-focussed school-leavers
towards jobs in the rural areas, if newly-created rural middle~level employ—
ment cpportunities are to be rilled, and rurcl develcopment encouraged.,

17 In this context, see the paper by A.aA, Mironov, "Intermediate Fanpower
the Gap in Develcpment Strategy". New York, UNITAR, 1072. pp.3-4.
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fnother of the problems invelved in satisfying iddle-level manpower
requirements derives from tie changing female participaticn in esducaticn
and employment. Many couniries are committed to the inecrease of female
participation in the naticnal life, end in muny c~ees female enrulmente in
educaticn have increased faster than male enrclments, though admittedly
frem a very low initial level. This implies an increasing need to create
female employment opportunities, and tc uvercome the resistance of hushands
and sometiwes parents tc girls working, 4 variety of service vccugaticas ail
the middle~level, such t&s secretarial work, nurwving snd teaching, are parti-
cularly suitable for female employment in the first instance, so that in
such arcas male employment moy be expected to decline relatively. dlso
femule middle-level emgloyment may be expected tc sxpard more rapidly in
the towns, because that is where muny of the immediately suitable oppurtu-~
nities are available, and zlsc where scocial resistance tc female paid
employment is likely tc be least. In due course, =8 lemals participation in
varicus types cof training and educaticn increases, they may be expected o
enter a far wider variety of middle~level jobs. The implicaiion of these
developments for-male aspirants to middale-~level employment is likely to be
greater competiticn for entry to the types of joub not yet cpen to women, and
also for entry tu jobs in rural areas where women compete less as yet.

The foregeing paragraphs have attempted tc indicate some of the issucs
which need t¢ be cunsidered in the assessment of middle-level manpower
needs and the preparation of policy measures to satisfy such needs. It is
not enocugh simply tu quantify additional needs and then propose additicnal
training facilities ¢n the requisite scale. attentiun must be given tc the
extent to which empleyers prefer to recruit new entrants to the labour lorce
for middle-level positicns, or to promete existing lower-level workers. It
ig alsc necessary tc investigate and assess the influence of some of the
factors mentiocned above which may impede the smuoth vorking of the tre.siticn
from educaticn or training to paid empluyment. Only ther can proposals for
training policies be made, probably in the context of cther gropesals desi-
gnec tc ensure the efficient satisfacticn of middle-~level manpower reguire-
ments, and a higher rate of absorption of schucl-leavers.

(e) The scope of the present study

The aimes of the present study are limited. This is primarily because.
much c¢f thne informaticn that would be necessary to conduct the types of
study suggested in the previcus section is scarcely avszilable in most Africas
countries. Alsc, as the furegoiny remarks have indicated, middie-level
manpower is not an entity which lends itself to precise study. The term is
net one whese content is universally agreed, due tu the imprecise boundaries
c¢f its covurage, and the very varied cccupations which can be included.
This is the mcre sc¢ since conventional cceoupaticnal classificaticns are based
on the type of work invclved, whereas the concept of middle-level manpceier
refers rather tc a particular level of werk in a wide variety of occocupations.
Scme occuprations may be cumpletely cutside the middle~level, while in ce.tain
other occupaticns a preportivn of those empleyed may rroeperly be described
a8 middle~level manpower, and a third category of cccupaticns may be whcliy
comprised of middle~level manpcwur.
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The prezent study wiil confine itself to attemrting to ventilete mcme
cf the many unsettled, and sometiines barely rformulated, questicns about
middle-level manpower stucks, requirenents, and truaining policies as they
relate o Africa. Hecause of $he limitations of existing data, and in
particular the limited comparability of much of what is available, the
study will nct be primarily quantitative in character, though it will draw
on African and other data wherever it exists and is approeriate. The main
purpocse of this type of study must be to clarify tne issues, i¢ pose guestions
mere clearly, and where possible to point a way towards some of the answers.

The first part of the study will discuss some of the characteristics of
the currently-emploeyed middle—-level manpower in Africa, going intc such
facturs as age, sex, and educational backgrcund to the extent that available
data permit. This will be followed by a consideraticn of future requirements
for middle-level. manpower, bused cn the informaticn to be found in varicus:
naticnal manpower reports and forecasts. A subject for special consideraticn
is the putential role of middle-level manpcwer in rural development. The
¢ther major ccneern of the study will be with the new training pclicies
necessary tc¢ turn cut the middle—level manpower required for the further
development of African countries., The study will conclude with su, gestions
for:further studies and research. o

II. CURRENT BHPLOYMENT CHARACISRISTICS OF (IDDLE~LIVEL MANPOWER

(a) Intreduction

Even to provide basic employment figures for middle—level nanpower is
diificult because .the entity under consideraticn is nct 22811y defined and
does nct fit readily intc conveniicnal cceupational classificaticns. Meaning=-
ful internatiocnal compariscns are thus made all the more difficult. - 4hat
follows can .nly be considered as roughly illustrative in relation tc the
type and extent of informaticn which is desirable,

A further conplication ariscs because the ahglophene and fruncophcne
African countries by and large use different systems cf ccecupaticnal classifi-
cation in their uwanpower studies. The anglophene countries usually either
use the ILC International Standard Clavsification ¢f Cccupation (ISCO)\l/,-
cr some locally-criented derivative of this. For a study of a particular level
cf manpower the I3CC has certain linitaticns, in particular because it
concentrates primarily on distinguishing cccupaticns, and gives less. atten-
ticn to the level at which they are performed. The revised ediftion has sone
some way to correct this, e.g. by introducing distinet vecupational categories
for certain-types of supervisors and foremen. But it still remains difficuls
tc¢ evaluate the -responsibility levels of such occupational categories as '
managers and working propristors, especially in major group 4: sales workers,
and this may alsc be true of some artisan ceeupations es8pecially in the
constructicn.indusiry and printing. ' '

For the franccphone countries a system of occupaticnal classification 2/
has recently been devised which atteiupts t¢ remedy the limitations of the
ISCC by creating four educational qualification levels intu which eaéh occu—

1/ 1LO Internsticnal Stondard Clagssificatiun of Cccupations.
©  (fevised Editicn). Geneva, 1969

2/ See in varticular: Betti, i, et al Claseification des emplois et plani-
ficaticn des resscurces humaines. Paris, IEDES, 1970.
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paticn may be divided (not all of these levels are filled in every cecclipa~
tiuvn). The raticnale of the apprcaci derives from t..e public sectour, where
the different job levels have prescribed educatiovnal qualificatiuns for
entry. By alsc difining tae character of ths work undertaken at each quali-
fication level, irrespective of cocupaticn, this system permits the equation
of manpower nesds with training needs, and the specific identificaticn of
middle-level manpower needs. But it is less clear that private sector Jjubs
can always be a readily equated with porticular educaticnal quullllcatlons
tor entry, except as a thecretical ideal, ur that private smployers,
especinlly the smaller cnes, think this way in trying to satisfy their needs
for additicnal manpower. Thus there is a danger thot formal gualificationsg
for work nay be over—emphusized at the expense of more clearly job-oriented
training related closely to¢ the needs of = particular employesr; and perhaps
crganized by him. Tthe risk is that ri.id adherence tc the apprcach of this
system may lead to an over-emphasis cn formal qualificaticns for entry into
employnent, and hence an cver—investment in formal training, irrespective

of the readiness ¢f employers tc recruit the graduates ¢f such programmes.
In fact, there is groewing evidence that for many jobs employers prefer tc
recruit lees educated persons and yive them on-the-joub iraining, rather than
use thi/formally better~qualified graduates of vecaticnal training institu-
ticns.

If anything, the system adepted fur cccupatiovnal clussification in the
francophone countries perhaps tende tc¢ go toe far in the opposite direction
of emphasizing the required levels of qualificaticn, at the expense of
specific ccoupaticnal requiremsnts, as compared with the ISCC. This is
reflected in the tendency ¢f manpuwer studies for francuphone countries teo
cencentrate on the requirements for manpower with particular levels cf
qualification, rather than requirements in specific cccupations.

Tnis favilitates the identificution of overall riddle-level manpuwer
requiremncnis, but ndkes moere detziled studiss at the occupatlonal level
dliflcult

-#ith these remarks as a background we turh to a consideration of scme
of the available data on middle~level employment in speclflc Afrlcan coun-
tries. :

(b) Scme Recent Examples of fnployment of Tiddle~level Manpower

(1) Malawi: The 1971 Manpower Survey undertaken in Halawi provides
detailed cccupativnal data covering over 80% of the estimated high and
intermediate level manpower (called HLLLF in the Survey). This is broken
down intc a number of categeries relating to levels and tyres of work and
responsibilities. Four each category the desirable educaticnal back-ground
is alsc indicated. Tue most relevant categories for cur purposes are 4,5,0,

1/ See, erg. Zamiti, Khalil. "Probtematique de la contradiction survenue
entre formation prolessionnelle ‘et emplol en Tunigie" Hevue Tuni-
Blenne de Sciences Scecialesy; n®, 25, mai 1971. especially PD-

25-27.
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ag fcllows, together with their

. Categcry Descripticn Lducational Regquirement
, 2 iliddle and Junior llanagement s School fertificate plus either a
genoeral managerial staflf not & university degree and 5 years
involved in policy-making job ezperiences or 10 years' job
decisions, plus top managers gxXperience,
in small enterprisss.
) (The only workers in this categery who fall clearly within our concept
,._h“.ofumigdle-leygghmgngqﬁef'afe small numbers of cffice and preducticn
BUpervisors s - - .

4 Technical and bub-Professional vchuecl Certificate plus gitner
occupatione reguiring. formal diploma {up tc 3 yeare) or up
training but to & lower level te 5 years! job'experiengg.
than professiovnale and usually
involving direct support of
zrefessicnals,

5 Hkilled Graftsmen and artisans Primary education plus up to

- Sub=-technical cccupaticne reyui- 5 years' jcb experience, or Junior
ring manual skills, Certificate plus 2 years'! job
experiencs:,

6 (ffice ‘‘vrkers : general office Junior Certificate ¢r School
workers with rno supervisory Certificate (depending on precise
functicns. jeb), plus up to 2 years? diplcma

course or ¢ years' job experience.

1/ Yalawi lanpower Survey, 1971 — Resulits of the Survey and analysis of

Reguirements, 1971-80. Zomba, 1972, p.42
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{again it is cpen to doubt whether all of the werkers in

this category fall strictly within the ccncept f middle~
level manpower, since the group 'other clerks not elswhere
classified', comprising cver half the total for the _/
categcry, has been described in an sarlier manpower Survey

28 being mostly very low—paid, and hence probably puorly
qualified and with limited responsibilities.)

On the basic ¢f these categories, and subject to the - -
limitaticn of coverage noted earlier, employment of middle-
level manpower in Malawi in 1971 may be shown as in Table 1
helcw, which gives data Jor cateycries and also for scme of
their main constituent cccupations.. '

Table 1: Middle—level iManpower in lialawi, 1971

Category  Occupation Code (ISCC)  Total Malawian Vacancies
‘ Emp. o Component '
2 426 - 249 18

including: Production Super-—
visors and General

Foremen ' (7=00) 370 217 17
4. | o 10260 9529 300
including: Civil'Engineering - o
- Pechnitians (0-33) 145 - 87T - 43
Electrical pngineer-—
ing Yechnicians _ (0-34) 153 64 3
iechanical BEngineer- - :
ing lechnicians (0-35) 19 58 121
Agronomic Techni-
ciane (0~53-95) tod 140 43
‘edical Assistants (0=02) 798 . 796 13
Professional liurses (0=71) 196 141 10
Accountants and . S
auditors - . o (1"'10) L 193 105 SR 15
Secondary Teachers  (1-32)  6te Aé@?‘*** : -
Primary Teachers (1-33) 7148 7148

1/ Robert Brown: Report on Survey of Regquirements for Trained Hanpower
in Malawi. mimeo, 1907, paragraph 53.
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Table 1 continued.
Category Occupation Code (ISCO) Total Kalawian Vacancies
imp., Component

5. 14104 13585 402

including: Agronomic Assistants  (0=54) 1195 1194 60

: Veterinary " {0-06) 415 415 37

Secondary Technical

Tecchers (1-32-10) 195 194 4

Secial Workers (1-93) 1244 1241 1

Forestr&'ﬂssistants‘ (0-32) 492 452 2

Supervisors/Foremen (7-c0) 371 218 T

General Fitters (8-41) \382 325 9

Electrician (8-55) 242 215 8

Printiﬁg Pressmen (9-22) 101 100 -

Carpenters {o-54) 1696 1606 - 17

6. | o 7241 6581 172

including: Clerical Supervisors  (3-0u) 105 64 -

" Stenographers (3-21-10) S 341 62 7

Bookkeepers o (3-31) 366 326 20

Bank Clerks (3-31-40) b7 233 -

Accounts Clerks (3~96) 480 o393 13

Source: tialawi, lanpower Survey 1671 Appendix A7

I

From tie examples of middle-level manpower given in sectian (b) of
Chapter 1 above, it is open to doubt whether all of the occupation in
Table 1, or more especially all of their members, qualify for consideration
a8 middle-level manpower. Apaimst this there is the possibility, that,
for example, even the most junior carpenter may in time become a master-
craftsman with his own assietants. Thus a truer picture of the current
gtock of middie-level manpower in Malawi could only be obtained by
supplementing the above occupational data with age and earnings profiles
of the members of any given occupation. Unfortunately wlso, no sex
breskdown of middle-level manpower in Halawi is available from the 1971
Manpower Survey. ' '



E/CN.14/WF.6/40
Page 14

(ii) ‘.inzania: As one of the african countries making the most
determined efforts at plamned development, Tanzania's approach
to the provision of middle-level manpower is of particular interest.
For some yeors the authorities have followed a policy of using
manpower requirements as the guideline for all provision of
educational facilities beyond the primary level, Thus the manpower
survey undertaken in conjunction with the Tanzania Second Five
Year Plan 1964-1974 divides occupations into a number of categories,
according to the educational inputs they reguire. In relaiion to
middle~level employment the significant categories are:

Category B — Jobs which normally require irom one to three years
formal post-secondury {Form 4) education/training.

Category C -~ Jobs which normally reguire a secondary school educa-
tion for standard performance of the full array of itasks involved
in the occupation. This category includes the skilled office 1/
workers and the skilled manual workers in the "modern crafis".

The Survey was estimated to have covered 73.8% of all non-agriculiural
wage and salary employment in Tanzania, and a much higher proportion of
high— and middle-level manj:ower, since the larger employers, which were
those mostly surveyed, provide the great majority of jobs at these levels.
Accordingly the employment recorded in the two cccupational categories
mentioned above was as ,;iven in Table 2 below, including some of the major
conetituent occeupations.

Table 2: [idddle-level ilanpower in Tanszania, 1969

(¥o occunational codes are ziven in this table ar the coding was done
accordiig to the unrevised ISCO)

Category Occupation Total Tanzanian Vacancies
Zmp. Component
B , 10943 8797 668
including: Nurses 2155 1754 109
Primary Teachers (Grade 'A') 2009 1861 -
Draughtsmen (General) 172 94 39
Engineering Technician '
(General) 1095 059 17
Agric/vet/Forest/¥Fish/Gane 2411 2323 48

dxtension Worier (Cert. Level)
dgric, Extension Worker

{Diploma Level) 321 2CY 17
Accountants (Hon-certified) T44 453 &5

PR

-

1/ Tenzania: Tanzania Second Five-Year Plan for fconomic and Social
Development, vol. IV, p.4., Dar-es-Salaam, 1969
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Tablie 2 continued.
Category Cccupation Total Tanzanian Vacancies
Zmp . Component
C 29083 25486 | 2007
of which Skilled Office Workers 20330 18074 2415
including: Executive Oificer, tovernment 1683 1513 - 446
Bookkeepers, Cashiers and ‘
Office machine Operators 2248 1996 34
Stenographers and Typiste 2377 2007 595
of which Skilled !fanusl Workers 8753 7412 192
including: Transport Service Inspector
(Railway) 358 252 1
Fitter~lachinists, Toolmakers, o _
and Iliachine-Tool Setters 437 342, 14
nechanic-Repairman (Vehicles) 2060 1843 36
Electricians 859 723 19
Telephone and Telegraph '
Operators 622 585 20
Source: Tanzania, Tanzania Second five-Year Plan for Economic and Social

Development, vol. IV. tables 5 and ©

Une disadvantage of these fisures for our purposes is that they make
no separate distinction for foremen and supervisors in most cases, these
being merely included within their respective occupations. Also there are no
&8¢ and sex breukdowns of employment. However, the preliminary findings of
the National Urban Labour Force iurvey, 1971 .l suggest that the commonest
employment of women at the skilled level and above is in clerical and office
Jobs. The final report of the Survey should provide more information on this
question.

(iii) Ivory Coast: As was mentioned at the beginning of this Chapter,
the occupational classification system used in the francophone
countries is different from the I.S8.C.0. The following data from
the Ivory Coast show employment in the rrivate and perastatal sectors
at the levels which correspond to middle-level manpower. Unfortuna-
tely it has not been possible to obtain compurable uata for the
public. C

l/ Tanzania, annucl anpower Heport to the Presidont, 1971 Dar-es~Salaam—
1971 . ppe. 92~111. ' :
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Table 3:

Yiddle -level employmont in th: private and parr-statal sector, Ivory
Congt

Professional Categorics Ivory Coast Citizens Total Imployment
(see note) males Famales Total llales  Temales. — Total
Kaitrise 2490 183 2673 4861 820 | 5687

Employés qﬁalifiés

(catégories 5 et+ ) 5569 736 6305 7262 2171 9433
Ouvriers gualifiés
(catégories 5 et +) 10259 155 10414 143684 249 14633
Sourcet Céte d'lIvoirs, Office National de Formation Profeseionnelle; Le Secteur

Note:

Privé et Para-Publigue en C8te d'Ivoire, 1971, 3é&me partie: La main~
4'oceuvre salariéde~tableaux statictiques. Abidjan, April 1972, p.b.

The professional categories referred to in the above table may be
described as follows:
(a) Haftrise - Foremen and supervisors
(b) ZEmployés qualifiés (catégories 5 et +) ~ Ckilled clerical and
accounting workers.

(c) Quvriers gualitiés (cab. Set +) — Skilled and hishly skilled manual
wirkers and artisans. - )

The very noticeable differsucess between total employment and the
numbers of Ivory Coast citizens euployed is mainly due to the presence of
many non—African at the supervisory levels and aiong the female component
of the skilled clerical workers, whereas Africans from neighbouring countries
largely account for this diiference in the case of skilled manual workers
and male mkilled clerical workers. nost of t.e female enployment in these
categoriss is found in the services sector. .

The Ivory Coast authorities have also undertaken very detailed sample
surveys of the atove categories of workers within the industrial sector
of the economy,_} some of the f{indings of which are of considerable interest,
althou,h u.:fortuna¥ely the sample included scarcely any females, In the
tables which follow, the same employnment categories are used as in Table 3
above,

Jj’Achic, Frengolise. ITravailleurs Qualifiés ot 4rents de Mattrise du
Secteur Secondaire — Résultats Statisticues
Abidjan, Cfficce Nationmal de formaztion professionnelle
iayy 1970,
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Table 4: Average ages of middle-level manpower in the Ivory Coastlindustrial
sector

Type of work/Employment Category 5 5] 7 Supervisors
Manual and Technical 35.1 34.56 34,0 32.5
Administrative and Clerical 29.7 31.0 32.0 37.8

Source:  Achio, F. Travailleurs Qualifiés of agents de laftrise du Secteur
Seconda‘ire, 1970, Table 4, Po13.

4As can be seen from Table 4, the average age tendes to decline as the
level of employment increases in the technical occupations, whereas average
age and level of employment rise together in admihistrative occupations. The
probable explanation for this conirast is that, for technical occupations,
employers prefer to appoint younger workers, who are normally much better
educated, to higher lavel Jobs inecluding supervisory positions, ingtead of
the older and more experienced but less- or even un-—educated workers. In
the larger modern sector establishmentes from which the sample of respondents
for the survey under consideration was drawn, supervisory positions would
normally be expected to involve an appreciable degree of literacy, and
perhaps numeracy, in order to work effeciively. By comparison, at lsast
& certain baeic level of sducation is required even to enter tlhe administra—
tive group of occupations. fhus, in this casa the educational differential
ig less significant, and experience becomes & much iiore important factor in
promotion to tie higher levels. It way be hypothesized that as education
spreads through the population, so that new entrants to even the lower
categories of middle-level meapower are relatively well educated, the aie
profile in technical occupations will in time come to resemble that now
found among the administrative groug.,

The educational background of this sane group of workers shows wide
variations, illustrated in Table 5.
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Table 5 = Level of.Education_by-ﬁmployment Catesories (in Percentages)

Level of 1Illite—. Under.5 © years Incomplete- -Completed Bac. Com- Total

. #ducation rate years ?rimary__First Cycle Pirst Cycle Fleted 2nd
Employment’ Primary " ‘Hecondary  Secondary eycle
Category . Ceee ‘ : - - Becondary

Technical occupations
5 54 .1 :;27.2 - 12.5 5.3 0.9 B ¢ - 400.0
6 . 35,6 28.4 19.0 16,0 6.2 1.4 100, 0
T 18.2 10.4 25.4 12.7 18,2 9.1 10C.0
Supervisors 7.4 13.2 23.1 174 25.6 13.2 100.0C
Administrative Occuvations
5 12.1 6,1 37.9 24.2 18.2 1.5 100.0
6 ' 1.7 1.9 37.3 25.4 20.3 3.4 100.C
7 2.0 2.0 37.2 29.4 23.5 5.9  100.0
Supervisors - 72.4 7.1 42, 23,8 19.0 4.8 160.0

Source: as for Table 4 sbove, Table 33 and 34, ». 48.

For the #echnical cccupations thers is a clear correlation between
employment category and level of education, with both rising together. This
vears out the previous suggestion that employers have sought younger and
hence more educated workers for the higher level nosts in this group of
occupations. At first sight this finding appears to be at variance with the
suggestion made in the introduction to this Chapter, on the basis of research
findings elsewhere, that employers seek lese—ecducated recruits to many
types of technical employment. 4 reconciliation of these two points of view
may possibly be effected by noting that in the Ivory Coast sample, even at
the supervisory level, nearly half of those employed have only a completed
primary education or less, and this proportion rizes rapidly in the lower
employment categorics. Purthermore, the enterprises cevered in the sample
tend to be large and probably mainly expatricte-operated, so may not be
typical of the economy as a whole in ftheir hirin. policies. Aleo, the
employers' opprosition to employing better-educaied recruits, noted from
other countries, refers purticularly to tne graduates of seccndary-level
vocational education, a group which is only lightly represented in the
Ivory Comst sample.
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Among the administrative oceupations, the relation betwesn education
and level of employment is less-clear, because of the regquirement for at
least a basic education beforc entry (thougsh this raises the question as to
how a small pereentage of illiterates are recorded in these occupations).
Moreover, since promotion is wmore & funciion of age and exXperience, and
education tends to be less among the older groups, age und education are in
oprosition to one another in tueir rclationships to tne level of employment.

Only 13% of the wample referred to in the above tables had followed

some course of vocational training before employment, and only some two-thirds

of these had succeeded in obiasining the respeotive gualification. In general,

both attendance at and successful completion of such training were found to

' be more freguent among the upper smployment categories, suggesting that they
had some favourable influence on promotion. The only exception to this
goneralisation was in the case of the lowest employment category (5) of the
admiristrative occupations, of whom almost & third had previous training,
But this moy be explained by tae relative youthfulness of this group, f?d
hence their greater access to educsational and training opportunities,

A slightly larger proportion of the Ivory Coast sample, nearly 20% had
received some kind of refresher or up—grading training im the course of
tueir working lives. In general thone workers who had received special
training before recruitment were also more likely to have participated in
further training during their worx. But the rate of successful completion
of further training was rather low, less than 25% of those participating,
i,e. under 5% oif the total sample. Hogt of the sucecessful trainees waere
in administrative occupations or at the higher levels of the technical
group, Suggesting that their better basioc education was a factor in their
BUCOSBE, '

(iv) vamerocn. The information available from Cameroon on middle~level
employment in 1971 again follows broad catezories on the lines of
the ILEDES classification referred to in the Introduction to this
Chapter. The two relevant categories for middle-=level manpower
studies are "technicians"” (Supervisory—level) and "personnel
qualifié” (Skilled workers), and in Yable © their employment in
the public and private sectors is shown, broken down into technical
and administrative cccupations for the private sector.

1/ ichio, op.cit., pp. 50-53
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Table 6, Hiddle—level employment in Cameroon, 1971

Employment category

Private Sector

Public Sector (1970)

Bupervisory level

Technical occupations 330z
Administrative
occupations 1571

Skilled_Workerwlevel

) 2326

Technical occupations 13322 ; )
o 4063
Administrative , )
" occupations 5768 )
Total 23983 389

Source: Cameroun, LZmploi et formation au Cameroun (i

(&

lementg Statistiques)

June 1971. Table 3, p.v, Table 10, p.2%, and Table 11, p.25

(v) Sencgal: For Seneyal slizhily more detailed though less recent
information on middle-level employment in the modern sector of the
economy is available. The employment categories used ars the same

as in Cameroon.

Table ?, Modern sector middle-Ievel empioyment., Senegal, 19683,

Iaployment category Private Sector Public Sector Total
Senegalese Non-Senegalese Senegalese Non-Senega~
lese
Supervisory level
Technical occupations 820 1055 1534 126 3935
Administrative Occup. 710 709 8373 66 9918
3killed worker level
Technical occupations 3534 115 2780 54 6483
Administrative Occup. 3420 1836 5881 14 11151
Other occupations 1656 213 2338 148 4355
Total 10140 3986 21306 408 35842

Source : Verspoor, A. 1'ivolution de 1'

Hoploi Salarié et les Bescins en main—

d'oeuvre au Sénégal. Dakar,

E5C0, 1972. Annex 1
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The large employment of non-Senegalese in the private sector, especially
at the supervisory level, is noticeable. Anotner notable feature is the
large proportion of employment in sdministrative occupations, especizlly in
the private sector, a8 compared with both Cameroon and Ivory Coast. This is
perhaps an indicaition of the relative lack of development of secondary
activities in the Sensgalese sconomy. Hinally, the scale of middle-level
employment in t.e public sector in Senegal, nearly 22,000, appears very
large by comparison with that for Cameroon, which is a larger country and
mereover nag8 s more complex federal administrative struature. It may be
suspected that the Camercon figures are incomplete, e.g. through the
gxclusion of teachers.

(vi) Kenya: Similar data are available from tue recent Kenya manpower
survey, as shown in Table 8, which covered employment in the modern
sector, '

Table 8. iiddle-level employment in Kenya, 1972

Occupation  Private Sector Public Sector Total
Citizens Non-Citizens Citizens Non-Citizens

Semi-professional or

technical 7 5819 4391 17520 3580 31310

Skilled office and
clerical 10599 3086 10580 1360 25625
Skilled manual 13414 3117 4420 480 21431
Total 29832 10594 32520 5420 78366

Source: Kenya, A Preliminary report on tue Kenya High— and iiddle—-level lianpower
Survey 1072 (Kenya Statistical Digest, December 1972,) Table 4.

Total modern-sector employment was some 070,000, so that middle-level
employment thus represented about 12% of employment in tue modern sector.
Again, a notable feature is the substantial eumployment of non-citizens,
particularly in the private sector and at the semi-professional level,
though in Kenya's case this may be largely accounted for by the Asian
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community. Another intervsting feature of aicddle-level employment in Kenya
which is no%,ghown in Table 8 is its concentration wround the capital. The
salle source shows that TSﬁ of semi-professional and technical level
employment; 73.2% of skilled office and clerical employment, and 50% of skil-
led manual employment were to be found in Nairobi district.

(¢ ) Conclusions

The heterogene;ty and varying degree of completeness of the data presented

in the body of this Chapter Segriously limite their comparasbility znd hence
the possibility of drawing many meaningful conclusions. There is in all the
countries reviewed a significant employment of non-citizens in middle-level
positions, and this tends to be most prevalent throughout the private sector,
and at the supervisory level in both public and private sectors. This implies
taat an appreciable part of future requirements for miadle-level manpower
will be generated by the drive towards localization.

Information on the age and sex composition of middle-level workers, and
their educational background was available only for Ivory Coast, and this
was discussed in detail in tne relevant ssction of the Chapter. But it is
evident that because of their relatively recent access to any education
beyond the primury level, females are as yet cnly employed in small numbers
in middle-level positions. The general experience is taat such .employment
tends to be concentrated in secretarial, teaching and nursing occupations.

The somewhat conflicting information on the age-structure of middle-level
manpower provided by the Ivory Coast sample does not permit any further
goneralization as to the relation between age and employment in middle-lavel
occupations. Concerning the link betwenn education and middle-level employment,
it may be noted a significant proportion of such employment is in such
professional tields as nursing, tecching etc. for which there are clearly
brescribed euucational entry qualifications. again jovernment employment at
this level usually has fixed entry recuirements. It is in the private secior,
and particularly in the craft und artisan occupations, where this link is
less obvious, and here the Ivory Coast data indicate the wide variety of
educational backsrounds associated with jobs at the same level.

l/ Kenya, op.cit, Table 3.
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III. FUTURE REQUIREMENTS OF MIDDLE-LEVEL MANPGWER

(a) Introduction

There is widespread evidence that, throughout vhe world, demand for
middle~level manpower is tending to increase. Partly this is a reflection
of the previous relative neglect to provide adequately Tor this level of
manpower. Buv it is basically a function of the increasing requirements for
skilled and technical manpower of varicus types associated with continuing
economic development. As econcmiss beccme more diversified and more sophis-—
ticated; their requirements for skilled manpower tend to increase more than
proportionately. Lven the growing emphasis on labour-intensive production
methods and employwent creation as adjuncts of development nsed not falsify
thie conclusion, since it implies the use of larger numbers of supervisory
manpower in particular.

Among exumples of the failure to make adequate provisiou for the produc-
tion of middle-level maﬁyower, the case of India may be cited, where it has
recently been observed that there are more doctors than nurses. Similarly
Brazil in another example of & country that had hitherto been short of
qualified personnel to fill niddle-level positions =, with the result that
many such positions are filled by under—qualified or untrained persons, to
~the detriment of the economy's performance.

Italy and France both provide evidence that the more advanced countries
also are experiencing a growing demand for middle-level manpower. Table 9
shows figures for Italy indicating the increasing proportion of middle-level
manpower in fotal employment. Growth during the decade 1951-01, when not

Table 9. Italy-middle-level employment .
: (percentage of total employment)

Ocoupational category 1951 1961 1975
Supervisory grades 5.8 5.9 ‘ 11.6
Foremen 0.8 1.0 3.5
Skilled personnel 22.1 28.9 ‘ 51.06

Source: Gretter, A. The Training of adult Middle—Level Personnel Paris, UNESCO,

1/ Abraham, P.M.. "hanpower FPlanning- in Indias A review of Studies and
Problems" Manpower Journal vol., VII, n® 3y p. 27,

2/ Havighurst, R.J, and Gouveia, A.J. Brazilian Secondary Education and
' Socio-iconomic Development. New York, 1969
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much attempt was made at overall jlanning of human rescurce development,
was slow. Data for France, given in Table 10,
demonstration of the anticipated rise in demand for middle—level manpower.

As in the case of Italy, very substantial incorsases are forecast, but in this

instance there was also notable growth between 1954 and 1962,

These increases in demand for middle—-level manpowsr in more developed
economies imply a need not only to recruit additional school-leavers, but
also to retrain substantial numbers of adult workers currently in logs-skil-

led jobs.

Table 10 —,France, employment in sslected middle—level occupations,

1954, 19v2 and forecasts for 1978

provide an even more striking

(percentages of total employment)

Occupation 1954 1962 1978

Technicians 1.32 1.79 3.53
Draughtsmen 0ed4 0.62 1.22
Midwives and nurses 0.42 G.50 1;07
Primary school-teachers 1.41 1.97 2.41
Secondary school-teachers 0.29 0.43 0.78

Sourcet GOretter, A. The Training of Adult Iiddle-level FPersonnel

Paris, UNESCO, 1972. p.b61, table 13

Having indicated briefly the world-wide trand of increased demand for midcle—
level manpower, we turn to consideration of some examples of Africa's future
requiremente, to the extent that the date available permit.

(b) Some examples from African countries of future middle—level manpower

requirements.

(i) Zambia: Zambia is one of the African countries which needs %o
make the greatest efforts to achieve both localization of its
skilled manpower and the satisfaction of additional manpower
needs. In this context a number of manpower surveys have been
undertsken and reports produced, so that a substential amount
of information is available,

The total number of additicnal Zambians required to fill

white~collar jobs, at the diploma level .and below, during the

decade 1971-80 has been estimated_tc be about 110,000. In

addition there is estimated to be an average annual requirement
for additional skilled manual workers of ower T,000. Xot all of
Hhese additicnal workers fall clearly within the middle-level
category, a propurtion in certain occupations probably being
not more than semi—-skilled. These and other details are shown

in Tables 11 and 12.
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Table 1%: Hwtimated Numbers cf Zambians at Diyilomg Lavel and Below required to
fill yhite-ccollar Jcbs, 1971-C0.

Occupation Additional Zambians Reguired
Total with Dipluma Other
A1) ccoupations 109733 30423 79310

of which:

Accountants 2500 760 1860
Primary Teachers £26¢ 8290 -
Medical Avsistants - 1320 1320 -
Nurses (Prcfessicnal) 1534 1934 -
Nurses (Practical) 2023 2023 -
Health Technicians ' 530 260 250
lechnicians, cther than Health 87786 2970 5808
Book-keerers and cashiers 5004 900 ‘ 4164
Secretdries and -stenusraphers 150Q“‘ 1500 -
Source: dambin - sambian Manpower, Lusaka,‘19u9. Table 20

The category "Ciher" mainly comprises noh-goverament managers, presumably
mostly in charge of small commercial and trading activities, and unclassi-
fied clerical and sales wourkers. The majority of tuovse requiring diplcmas
are in the cccupations shown in Table 11,

Table 12: Zambia, Estimated Average Annual Requirements for Skilled Manual workers,

1971 ~ 8¢

Ceeupation Ancunt of Formal Trainine Total
Extensive Brief or Intermediate DNone *

All occupations 1733 3680 1?47 7160
of which:
Foremen and Superviscrs 360 300 24 684
Welders 42 vf - 10v
Carpenters and Jcoiners . 50 368 150 506
Bricklayers and Moscns 80 400 . 408 888

Electricians , 250 166 - 410
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Table 12 esontinued.

Occupation _amount of Formal Training Total
Extensive  Brief or Intermediate Ione

Construction Eguipment:

Operators ' - 60 45 105
Vehicle liechanics 200 ' 168 - 368
Plumbers 45 77 12 134

Source: Zambia, Zombian Lanpower, Lusaka, 1909, Table 25.

* The jobs listed as regquiring no formal training do however require a varying
amount of cn-the-jcb training,

The term "extensive" training as used in Table 12 refers tc full-time
formal training for a pericd ¢f 2 years or more, while "intermediate" train-
ing is of « formal character but fur shorter periods. It may be noted that
whereas a majority of foremen electriclanse and vehicle mechanios are consi-
dered to require extensive trcining, in the cace of welders, carpenters and
plumbers intermediate training is the norm, while substantial numbers of
mascns reguire only on=-the-jcb training. This bears cut the suggesticn made
earlier in the paper that particular skilled occupations include more than
one level of skill, so that their nigniticance as a cumponent of middle-level
manpower is difficult t¢ delineate with precision.

It is expected that during the 1970's the output from educaticnal and
training institutions in Zambia will progressively expand towards satisfying
the above-menticned annual requirements. Already by 1976 it is anticipated
that the currently planned cutputs in some areus of training will exceed
requirements, though in cther fielas there will still be shortfalls even at
tiie end of the decade l/, in particular in jobs requiring diploma level qua~-
lificationg. Particular arcas of continuing shortage at the diploma level
include cccupations in the health sector, and accountants. Ancother area cf
major pctential shertage relates to those jobs in tue craft cccupaticns
requiring "extensive" truining (see Table 12}, Against the annual estimated
requirement of some 1700 graduates from this type of training during tne
19708, a8 lute 28 1968 less than 100 were being produced each year. 2/ To-
gether these various potential shortfalls and excesses in the cutputs of
Zambian training institutions suggest a need for regular systematic reviews
of the whcle training structure, with a view tc minimising such disequilibria,
at least tc the extent tnat tue lage inherent in any programme of training
permit, Other pcseible means of avoiding cerntinuing shortages in particular
occupations are grecter reliance on training tfacilities abroad, and giving
more emphasis tc the poussibility of obtaining recruits fcer training fron lower
level positicns. This last pussibility tends to be neglected or even ignored
in scme manpower reports, both for Zambia and for other countries.

17 See Zambia, Second liaticnal Development Plan, 197z=76, 1.137, Table X-10,
and Zambia, Zambian lanpcower, 1909, p.67
g/ Zambia, Zambian laapcwer, 1909, p.T79
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Conversely, it is expected th-:t the vutput of tue educational system
below the lower secondary level will far exzceed the pessibilitied for
wage employment. This implics an increasing need ti¢ prepare schccl-leavers
for self-employment, and to undertake enployment creatiom activities, in
both rural and urban areas. l? the implications of this trend for the udi-
diticnal skilled manpower needed t¢ sdminister and superviee such activities,
and undertake appropriate training, will alsc have teo be taken inte account
in assessing future requirements fer middle—level manpower,

(1i) . - Ivory Ccast: As wus the case with the studies of current middle-level
employment in Ivory Cuast, the infirmation available on. future regquirements
is alsc less detailed than that emunating from some anglopicne countries,

e , becuuse tLe analysis is again in terms of broad ocoupszticnal categories
corresponding to particular levels of qualificutions. The national develcop~
ment plan for the period 1971-75 provides some information on the anticipated

1 - evolution of the estructure of the labour force in.diiferent econumic sectors,
a8 shown in the following lables,

Table 13: Ivcery Coast, seccndary Sector  Structure of amployment (in percentage)}

e - Tecimical Cocupatiocns - administrative Ocoupatichs.
Yoar s M og 05 K fobal cs M 5 ENQ  Total
1969 . G.9 . 3.3 11.3 30.¢ 42.8  89.2 0.8- 1.4 3.6 5.0 10.8
1975 0.8 3.5 15.031.5 35.0 80.2 1.0 2.1 5.7 5. 13.8

L

Source: (8te d!'lIveire, Linistére du Plan. _Plan'Quinqtennal de
Developpement Beonovmique, Social. et Culturel, 1971 = 1975
Abidjan 1971, Table 4, 1.383

‘Key: CS - Cadres-supérieurs (high-level manpower)
Clf ~ Cadres moyens (technicians, supervisors and feremen)
0Q - Ouvriers qualifiés (skilled workers)

¢S - Cuvriers <pécialisés (semi-skilled wurkers)

¥ - hanceuvres (unskilled workers)

B = mnployée qualifiés (skilled clerical'workers)

ENQ ~ Bmployés non-quulifiée {semi-skilled clerical workers)

In Table 13 the categuries which are of concern for e study of middle—
level manpower are CF and OQ in fhe technical cccupations, and CH and ¥4 in
the administrative veeupations, All four of i.ese groups are expected to
increase their share of the seccndary sschor labour force during

1/ Zambia, Jecend Development Plan, 197276 p. 127
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the 1969-75 pericd, with the increuses being ncre marked at the skilled
worker level. Similar data showing the cuanging labeur-force structure are
nct available for the cther sectors,of tiue econumy, but data on the addi-
tional middle-level manpower reguired in all sectors during the 1570's are
shown in Tables 14 and 15.

Table 14: "qugy Coupt, additiunal reqguirements for technicians, gupervisgors and

foremen, 1971=75 and 1976-80,

Years ‘ ' _ Sectors
Primarj Secondary Tertiary Public Service ¥ Total
1971-15 219 EXNN 3737 1950 9217

~1976-80 554 4255 4053 2525 11987

5/ "Cadre B" in the public service hierarchy is assumed to correspond to the
“(Cadres moyens" in the private sector, and hence bouth are included in this

Table
gource: as for Tqbie 13 above, but taken frum tables 11, 12, 13 and 14,
pp. 385~6.
Table 15: Ivoyy Coast, additional requirements for skilled workers, 19?1-?5 and
1976-80. '
Years | o Sectors
Primary _Sécondarx Tertiary Public Service £ Petal

1971-175 493 13687 10907 6065 . 31152
1970-80 _ 2165 17490 . 14510 o 7845 42036

£/ "Cadre C" in the public service hierarchy is aseumed ty correspond to theé
"emplois qualifiés" in the private sector, and hence both are included in
this Table.

Source: as for Table 14 above.



B/ CN.14/WP.o/40
Page 29

In Pables 14 and 15 the additional requirements for werkers include both
these due to econumic growth and tiause aue to lesses from the exigting labour
force ( deaths, retirements, etc.). At both the supervisory and skilled wor-
ker levels, the greateset proporticnate inoreases in requirements are expec-
ted to be in the primary sector, though this is and will ccntinue to be the

smallest user of middle-level manpower in absclute terms., The proporticn
of middle-level manpower in the public sector appears unlikely to change

significantly, judging by the public sector's additional requirements as a
proportion of the total. Otherwise it is notable that in all sectors, and
at both levels of qualificaticn, additional requirements are expected t¢ be

larger in the second half of the decade.

. (1i1) Sénégal: Projections for the total additional middle-level manpower
: , required to 1980 are shown in Table 16.

Table 163 Sénégél, Additional Needs for middle-Level Manpower, 1968-80

Employment Categoryl Private Sector Pub;ic Sector —
Replace~ ILucali-~ Growth Aeplace— Locali- . Growth Total
ment zation ment zation
Supervisory Level
" Technical Occupations 273 1055 799 045 - 126 1162 4060
Administrative ' ' _ '
Occupations 237 769 630 2791 66 4760 9253
Skilled Worker-Level
Technical Cccupaticns 1178 115 1554 927 5 1598 5426
Administrative :
Occupations 1140 1835 2249 1804 214 3325  10u57
Other Occupations 552 213 796 - 779 148 1462 3950
“Potal T 3380 ) 3987 6028 7036 608 12307 33346

Source: Verspoor, A. L'ivolution de 1limplei Salarié et les Besovins en Main-d' ceuvre

8u_Senégal, Dakar, UNLSCO, 1972. Annex I.

These projecticns of additional needs are based on assumptions of com-
plete localisation of middle-level manpower by 1980,-(due to deaths, retire-
ments etc.), and annual growth rates of 3% in the private sector labour ferce
and 3.8% in the bublic sectcr. While the needs due to wastage and localisag—

tion appear unexcepticnable, the recent agricultural difficulties in
Senegal must make it seem doubtful whether the assumed growth ratee, and
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consequent demands for extra labour, can be maintained thrcughcut the

period. Another weakness of these projections is that they assume virtually
ne change in the occcupational cumpusition ¢f tne labour force at each level
of qualification {cther than slight changes due to the different growth
levels assumed four the public and private sectors). Similarly the 1968 struc-
ture of the labour furce; in terms of the different levels of gualification,
is assumed to continue virtually unchanged 1/« But given. the growing need

for Senegal to devote moust ol its attention to rural development and agri-
cultural diversificaticn, due tov the pressures of drought relief, uhemplcyment
and an unviable moncculture based on peanuts, these assumpticns of an unchan-
ging labour force structure appear unrealistic, This in turn implies that

not all cof the propeesed additicnal requirements tc satisfy wastage may in
fact be needed, since some types of present employment may decline or disap-
pear.

Thus while the projections in Table 10 can serve a useful purpcse in
showing the implications of uninterrupted growth without significant struc—
tural change; revised projections are now needed in order to¢ show what are
tiie more realistic future requirements for middle-level manpower in Senegal,
taking account of the prcbable pattern and rate of growth of the econcmy. At
the broad level of basic categories of manpcewer (cof which supervisocrs and
skilled workers are the two lowest nornglly used), as described in tne ILDLS
system of occupational classification 37, the overall figures may nct alter
so much, but it may be expected that there will be far greater variations
as between individual occupaticns at each level, and hence in the demand for
speoific types of training facilities,

(iv) DTangania: For Danzania tie available sources include a national
manpower forecast, and variocus sectoral siudies. The future requi-
renents for middle~ievel manpower at the rnutional level in difrsrent
categoriesy and for particular cccupations, are set ecut in Table
17, covering the period frem 1909/70 t¢ 1973/74. This vable follows
the format of Table 2 above, which showed current employment for
the same groups. The Category B cccupatione cover those employed
at the sub-prcfessicnal and technician level, while Category C
refers to skilled workersy this group being further sub-divided
between skilled office werkers and skilled manual workers. One
disadvantage of this classification is that it does not make any
distinction for foremen and supcrvisers {with cne or two excerticns),
these being included within their respective cccupaticns.

1/ C.f. Table T abeve

2/ See tue Introuduction tu Chapter 2 above.
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Thile T Daiennla, ddditional iiddle-Level lanpower Required, 1909/70~1973/74
faisting Loocalisation New liceds ‘ﬁota} lieeds 1/ Bstimated 2/
. Vacancies Target , 1902/70 Supply
G ati - :
ccupation (1909) 1975/74
CATEGORY B T o68 490 10515 12173 9706
of which: o T
Kurses 109 119 986 1274 1274
Primary Twacher :
(Grade A) - 51 4923 4974 4974
. Draughtsmer
(General) 39 37 44 114 00
Engineering Tech.
> (General) 174 ' 175 435 784 528
ﬁmric./Vet,/Fcrest/

Fisn/Game Extension

Worker (Cert.level) 48 35 =738 2821 1550
Agric., Exbension
Worker (Dip. level) 17 48 584 649 Under 500
Accountants (non- ‘
certified) 85 116 307 508 n.a 3/
CATEGQORY © 2007 1430 8003 12640 - N,
(a) of which skilied
office workers 2415 G0t 5202 8578 870
including: Govt. Eaccu-—
tive Ofiicer 446 68 286 . 80¢ 800
Buokkeepers, cachiers
and office-machine
operaters, 34 101 915 1050 N.A,
Sienographers and
typists 595 143 923 1bbo N.A.
"7b) of whicn skilleq . T
manual workers 192 535 3341 4008 N. 4.

Leluding: Trans,ort
Service Inspector
(Riy.) 11 4z 123 176 H.A.

Fitter-machinists,
tcol-makers and Machine

tool-s=ttaersg 14 38 183 235 26
kechanic—~repairmen

(vehicles) 30 87 779 902 73
Electric..ans 19 54 352 425 4

-

ECiephcne & Telegraph
Operators 20 11 210 241 N.A4,

bource: as for Table 2.
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A% the Cabejory B level signi ficant shortages wre anticipated to
continue in certain cc.upasions, in partiecular szgriculturcl technicians
and agriculiural extension workers., These will be difficult tc¢ overcome
da the shors run because proficiency in these “jobs depends largely ou
knowledge of local languages and conditions, which effectively rules out
any gignificant reliance ou expatriazte recruitment as a sclution, Gaven
Tuizania's ershasis on rural and agricultural development, this is &
serious shortcoming.

For Categury C jobs it ie not poussible to indicate liksly shortages
of recruiis, becuuse nu account has heen Saken of the products of informal
training eiforis. Sccondary schocl enrolments and output are being
increasged to attempt to meet the additional manpower needs gpecified, but
there will undoubtedly be some lags in achieving this, so that at least
temporary shortages are likely. .nother question arises as to She guality
of entran%s %o “ztegory C positicons and their effectiveness on the job. -
Their inexperience and need for on—the-job training implies that, for an
initial period at least, many of these positions will be inadequately
filled, =0 that both the quality and theqguantity of ontput are Tikely to
be diminished.

Morsover; subsequent studies %y the Tunwonian authorities suggest
that the requirements for additional workers in skilled manual cccupatiocons
have been underestimaved. Thus, «f the occupations .hown in Table 17, the
additional need for moctor mechanics from 1909 to 1974 has bean increased
from 902 to 1351, while for electricians the corresponding increase is from
425 to 55Y9. Further large increases in new requirements during the 1975~-80
period are zlec now enticipated, e.g. 2008 motor mechanics and 724 electri-
cians, 1/ In 1971 %ie combined output of the various training institutionse
producing f. v thig group of occupiziicne wae less th: 1 the revised estimate
of demand in the releveni trades.

In the medical sector substantial increases in health manpower up
to 1980 are planned. As far as middle-level personnel are concerned, rural
medical aides should increase from approximately 6C0 in 1972 to about 300G
by 1980; while medical z8sistants increase from 300 in 1972 to 1200 by 1680,

e T e

Notes to Table 17:

J/ In the criginal source, the totals for Cateyory B and Category C were
each increased by 1.89% to allow for citizen wastage. These increases
have been excluded here as they were not broken down by ococcupation in
the original.

g/ The estimated supply is that which ie expeceted to be produced by orga-
nized training schemes. For Category O occupations in rporticular, most
of the supply will come frem informal iraining, and no estimate of this
has peen made. ' -

'1/ N.4., = "not available".
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The numbe. of trained nurses is i..tended t. almest double, from 3100 to 6100
uver tue same pericd. 1/ 70 acihieve these increases the number of training
centers fur rural médical azciatants is being built. Other categerics of
medical perscnnel are t¢ be similarly expanded, and the whele emphasis of the
‘health effurt is . be muved in the directiun «f preventive programmes, with
the major vbjective of impruving the standard of health in rar al ccumunities,
and hence their capacity fur pr.ductive zactivity.

Dotailed projecticne of staff needs in the agricultural sector have
also been undertaken, in connexiun with the prupcesed expansion of agriculiur-
al educati-n. These data are-shown in Table 18; for the Tinistry's middle
» level manpiwer.

Pable 18: Tanzania, Agricultural Sectur's anpuwer Aeguirements;

M(dltlnnal Dumbers danpower Stock
Regquired, 1509-197% 140G 1379
DIPLCHADES
Agricultural : T02 368 973
. Veterinary. .. . : 230 101 350
Forestry ' - 68 08 130
Fishery ‘ , . : o o3 18 75
Wildlife 49 : 22 ob
“Potal 136 ' 057 1600
CERTIFICATE HOLDERS
dgricultural 2308 1533 3533
Veterinary . _ 110 , 093 1335
Fore€try - B 0 0b 279 823
Fishery 208 10C 344
Wildlife : , “98 101 374
Tetal 4250 2706 6409

Svurce: Tamzania, inistry of agriculture; & Project to hxpand and Improve aci-
‘ lltlbs for Agrlcultural sducatiwn in fonzania Vel.1, Dar—es—Salaam, 1569,
Table 2,02 :

The additicnal numbers reguired, as shown in Table 18, cover not unly
the needs due tu new pousts, but alsc thoese due t¢ localisaticn and attriticn.
The stock required by 1679 is estimated in accordance with what is likely
t¢ be affirded by that date, and nct according t¢ any tiecretical ideal,

1/ Tanzania, Hinistry of Health, Tanzanis Heslth Sector in 1980. mimec, 1973.
. . p.2 1970
¥oot ncte of page 32 — 1/ Tanzania. Annuael lianpower Report tu the President
Dar-es—Salaam, 1971. Appendix 1, p.17, Table £ (d)
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An interesting point which is not shown in Pable 18 is that the rate of
inerease in tue stoeck is expected to be higher at the diplcema and ceptifi-
cate levels than at the [raduate level. Cenversely the ratio of sraduates to
middle-level manpuwer is expected to decline., The rates f increase will alsc
be faster in fishery and wildlife activities than in the ctaer areas.

(v) salawi: lalawi has undertaken twe detailed manpower surveys, in
1966 and 1971. J/ Since the earlier of tuese surveys alsc made esti-
mates of employment in 1970, the 1371 survey thus provides a rough
check un the accuracy of the 1900 projectiuns. However, it must be
borue in min that while the 1900 survey covered mcre establishments,
the 1971 survey probably covered a rather greater propurticn of th
labour force, since it used & bruader cuncept of skilled labour,
Given these reservatiins, compariscn of the findings irum the twe
surveye provides intercsting evidence -of the difficulties in prcjec—
ting middle-level manpcwer requirements., Scme relevant figuree are
shown in Table 16G.

Table 19, lalawi, actual and anticipated empleyment in selected middle-level
vgcupatiuns

Occupaticn 1966 1966 1970 1971 1971
“Smployment Vacancies Foerecast Zmplcyment Vacancies
Yedical Assistants 570 53 943 798 13
Veterinary Assistants 224 31 252 415 37
Profesgional Nurses 161 23 25¢ 196 10
Motor fechanios i g <2 840 1078 1z
slectricisans 135 8 179 242 8
Plumbers G4 18 159 240 1
Carpenters & Jciners 759 .83 1019 1050 17

Sources: 1900 Survey, Tables I1I & IV, and 19717 bSurvey, Appendix A7
(fcr full reterences see Chapter 2 (b) (i).)

It is noticeable in Table 19 that the 1906 Survey appears t. have cveres-—
timated the future needs at the sub~proefessicnal and technician level, as
exemplified in the figures for medical cccupations. This is alse found to
be sc¢ in several technical cceupaliiuns, and the case of veterinary assistants
where the oppceeite is true appears to be an isclated example. By cuntrast,
at the crafteman and skilled artisan level, the ¢stimates made by the 196o
Survey are substantially beliw the 1971 emplcyment Figures. However, tiis
may partly be accounted for by an cbservation in the 1966 Survey (para.55)
that these estimates failed to give adegquate attenticn to the vlanned heavy
building programme, in particular for schocls and tcr tihe new capital.

1/ See references in the section on idalawi in Chapter 2.

2/ Account must be taken of differences in coverage beiwuen the two surveys.
The 1966 survey couvered 2ll establishments with more than 10 employeesn,
but only thuse employees carning abuve L140'p,a. The 1971 survey couvsred
establishments with over 20 employees, but ull those positione for which
some seccndary cducatiuvn was considered desirable., o
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Again; ithe Introducsicn to the 1971 Survey remarks on the recent structural
changes in the »zlawi econuny, in particular the ripid ,ruwth of manufac—
turing. It can be Buggested that the .vercstimates at the technician level
in 1966 were at lecast rertly due to too optimistic forecasts by some ¢f the

government departments whichk are majer users of this typre of manpower.,

The 1971 Survey restricts its forecasts of iuture requirements for
additionul manpgower to the broau levels cuvered Ly the vccupaticnal categc—
ries (described in Capter 2, section (b) (i) abuve) used in the Survey. It
&lso assumes that the great majority of new positions can be filled by
recruits with only academic education and no additional experience. This
assunption needs to be clearly justified before it can be accepted. In
view of the very broad nature of the 1971 forecasts, and their limited relev-—
ance to middle-level manpower needs, they are not considered further hers.
(c) Cenclusions -

The limited extent and n.n-comparability of the dats on future regui-
rements ¢f middle-level manpewer available from varicus African countries
restricts the nature of ihe ccnelusicns that can be drawn. Tws pcints seem
clear though, One is that requirencnts are growing, and in sume cascs at an
increasing rate, or at least faster thun the growth in reguiremente for
other levels of manpewer. secundly, some of the prejectiuns of needs, at
least as instanced by Tanzania and lialawi, huove been Subject to fairly
drastic revisicn, ¢r have been shown by events tc be subitantially inac-
curate. ‘

This suggests that mere thought needs to be given oo methods and
techniques of rrejecting miadle-level manpower regquirements. In particular
it is nct adequate tc¢ nake straizht-line projecticns of the existing cccu-
paticnal structure, beth in terms of vccupativnal levels and individeal
occupativns, Close consideration reeds to be given ¢ possible directions of
structural change in develuiping econemies, e.g. in the growth of manufac—
turing, greater emphasis cn development activities in rural areas, etc.
and their implications for changes in the structure o«f the Labwur forcs.,
Alsc more thoucht is required as to methcds ¢f satisfying increasing middle-
level manpower needs. Is the format educaticnal system the only, cr even
the main scurce f future recruits ° (This peint is referred o again in
the next chapter). Finally, the implications for tuture skilled manpcwer
needs of the increasing attention being given t& emplcyment creaticn aB a
geal of develcpment need censidering, e.g. requirements for supervisors of
variocus types are likely tu increase faster with the widespread intrcduction
of more lab.ur-intensive methids.

With such thoughte in mind, astenticn is given in the next chapter to
the dasirsble respinses i the educaticn and training system tc¢ tne Erowing
middle-level manpower needc.
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IV. FUTURE [RAINING POLICIES KOR . IDDLA-LuVEL #ANPCHER

(a) Intrcducticn

The hetercgeneity of middle-level manpower prevents any sinple prescrip—
ticn for appropriate sreining policies or programmes. However, the rapid
expansion in the demand fTur varicus types ¢f middle-level aanpower which
appears likely implies a need t¢ quickly increase tae pruvision of varicus
types of training facilitics. This is particularly true because in the past
the training of middle-level maupuwer has often tended t¢ receive less
attention than it werite. But the ueced is not simply to expand existing
typres ci training facilities. Thought must be given alsc to adapting the
content and approach cof training in crder to satisfy the needs in qualitati-
ve ag well as quantitative terme.

at present the attitudes of studente, employers, and trainers itowards
middle~level employuent tend tc¢ be out of step with ovne anctuer. It is
these discards which need tc¢ be removed if an effective mechanism for the
provisicn of middle-level maupower is to be evolved.

Given tue rclative newness uf pest-primary educaticn in mest of Airica,
secondary schocl-leavers teud s8till t¢ regard themselves as the intellectual
supericrs ¢f their elders or cuntemperarice already irn the labour force.
This attitude has been widcly repcrted among the gra.uates from varicus
types of technical and vecaticnal education., They fail t¢ appreciate that
only a few miudle-level jobs can be perfourmed directly on the basis cf
formal education, withuut need of any further truining. Furthermore, a basic
characteristic of the responsibilities attaching tc many middle-level posi-
ticne is that they reguire the exercise cf judgement based on accumulated
siperience, whioh necessarily is n.t available to tioe now entrant. Hence the
newly—educated are seldom the moust desirable recruits for miudle~ievel
pusitions unless they are prepared to undergc a pericd of further training
sumetimes of ccasiderable length, in order to become prcficient.

From the employer's point of view, the preferred recruit fur a middle-
level pesiticn is sumecne immediately able to exercise the responsibilities
attaching to it, and able to ccumand the respect of any subcerdinates. The
less time and resources thal! need tc be devuted tc training the new recruit,
the better is ti.e employer cuited, since be wants a fully productive worker
a8 Buon as possible., Tais ccneideratiwn is particularly likely to¢ apply in
the case of smaller employers, whc will be less able to affcrd the costs
invelved in previding extensive itraining tc newly hired persocnnel,

In thecry the trainer ghould be in an intermediate pesition between
the pupil and his future =mployer, and be able t¢ bTing their interests
together. But in practice the standard of vecational and technicel instruc—
ticn is often puor, If the instructere have had an adequate theoretical
treining, which is c¢ften nut the case, they generally lack any significant
job experience in the trade in which they provide instruction. This means
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that their knowledge o~f their pupils' future working situation is'inadequate,
or at best basged on observation rather than direct experience.

A sirategy is needed which oan »erolwve the differences inherent in these
various and potentially conflicting attitudes.

(b) Some elements of a strategy for training middle--level manpower

The areas in which action is required to set up an effective system of
training for middle-level manpower include. the formal educational system,
vocational guidance, instructor training, on-the-job and in-service training
activities, and upgrading and retraining schemes. B

At present the content of secondary education in most of the African
countries is oriented towards the goal of facilitating entry to higher
education. This is true particularly of general secondary education, but
also frequently of vocational and technical secorndary education. The
institutions providing these latter typzs of education thus face a dilemma.
If the education they provide is terminal in nature they cammot attract good
students because of the greater prestige atitaching to the academic stream,
but if they are %iy terninal then they risk becoming just another route to
higher education. In either case they largely fail in the goal of turning
out well-qualified entrants to the technical occupations at the middle-level.
Such a goal requires that formzl technical and vocational education should
be related closely to satisfying the educational needs of niddle-level
manpower, in terms toth of curriculum content and also of the approach
.adopted to the subject-matter. This suggests an e.ucation which is terminal
in relation to the rest of the formal educational system, but not terminal
in the sense that it should aim to create a graduate who is still trainable,
i.e. ready and eager to learn more on-the-job when he starts work, and who
does not feel he has nothing further to learn. This implies also that there
must be clear career prospects for those entering middle~level positions.

. In order that such a "counsel of perfection” for the development of
education in relation to the needs of future entrants to middle—level
positions should be made more effective, a complementary affort is needed

in the area of vocational guidance, an activity relatively neglected in many
developing countries. At present the belief of many technical education
graduates in their own capacities is matched only by their lack of knowledge
of job opportunities and the realities of working life. Guidance is Tequired
before students opt to enter technical or vocational Torms of education,
during their studies, and also when they successfully complete those studies
or when they drop ocut before ccmpletion, in either case before they enter
the job market. Whether guidance should be given by their subject instructors
or by specialist careers advisers is open to question, but thisg issue does
lead to consideration of the next component in a strategy for better educa-
ting future middle-level manpower, namely the appropriate training and
experience of the instructors.

1/ T.D. Williams "The Ashbj Réport in Retrospest : Lessons for the
Seventies" Bconomic Bulletin of Ghana 1971, vol. 1, No. 3, P.38
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Instructors in dirferent itypes «f technical and vecaticnal education

eading tc middle-level employment need t¢ be mere than sinply teachers -.f
their particular subject-matier. Besides teaching facte they need zlsc to
instill in: their pupils the ability t¢ manipulate the knowledge provided and
“improvise sclutions in the light (i the situaticne they are likely te-iace

in their future working life. In many instances tnis zlsc invelves develcoping
a certain m _?ul ability ond dexterity relevant t¢ a particular tyre. of
empl.oymnent., In crder to¢ be able to pass on such insighte and practices the
instructers themselves necd considerable woerking expericnce in the sappropria—
Jte ares, e.g. it ig not sufficient t. be able te explain to students how to
moka a particular type of Joint in carpentry, it ie also necessary to demuns—
trate the work to them, suyervise them doing it for themselves, zhow them

how to aveid mistakee ¢r overcome thom, and sbow them huw- te improvise when
the available materials or tiols are deficient. Oidy in this way can an
gifective empleyee be cre;ted as oppuesed T o diploema—holder whoe can describe
“how to de things but nas no first-naad experience of doing them fcr himsgelf,

ThlS presupp.ses tuc that tualified and experienced 1nstruotors are
also- provided with the necessary cquirment and motorials ior their field
of teaching. Unicriurately this is ofien uot the case in develcping countries,
where insufficient oftenti.n may be given to the wppeciable recurrent-coste
involved in -many types of vecational and technical suucaticn, so that-the
. upkeep and effective cperaticn of institutiong i3 liable "t¢ be progressively
_impaired. < : -

Cdmployers too have potentially an impertant role to glay in the prevision
of veecaticnal and technical educasiin., As the putential users of tae product
“they saculd be encouraged o participoete in the preparation oi the curricu-

lum, as a means of trying to cnsure that graduates have developed competenges
which empl.oyers roguire and can use. Ancther aspect of empliyers' invelve-
ment ie-the desirability <f institutions . grranging with them, possibly
‘through the medium of carcers auviscirs, tor periocds of vecaticn-work for
pupile of vocaticeal and technical instituticns, This permits emplceyers to
identity potential recruits to¢ their labour furcey but mcre impertantly
exposes the studente t¢ the realities of woerking life. But tC be fully
effective, vacasi.n training wmust coensist of o well-désigned programme .
prividing the student with a rcalistic werking experience, and not be simply
“& pericd of cbservaticn. : : I

. 8. Far we have written in serns cr toue need to modify zducational prac-
tices fur thouse approaching middle-level employment via seccndary technijcal
cr vocaticnal educati. ., But tais is by nce meuns the cnly rcute and -many
would aryue .ot the mest iwmpoertont. e must olsc censider the roles of
cn—the job and part—time trai.ing, and various upgrading and retraining
schemes,

_/ See R.P. Hennequln "Tachnical Educaticen in Developing Cuwintries", a paper
in C.x. 5.0, duiucabtional Prebleme in Develoylnb buuntrles, The
Hagne 1969. pp. 102-3.
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These types of training activity are in the first instance of most
relevance fir these workers already in the labcur iurce wic ars Judged
petentially capeble of taking on the ndded respensibilities implied by
middle-level eupl.ymént. licre ageln o combined erfort is required on the
rart of both the government autherities with o recpensibility ior traiuing
and the employers. l/ The empliyers' participation is impurtant because o f
their frequently criticazl attitude to much of $ae training thet is provided.
One way cf overcuming this is fo> them %¢ ba wnveoived ii. dec.ding the content
and ‘methed of troining, to ensure taat it meets tucir requirements. (This
can be a useful exercice fer employers too, since frequently their criticisms
express the nature of their dissatistacticn with ourrent training, without
contuining any peeitive formulation of their neoeds, which they may not have
clearly thiught out.)

There aors a great many possible forms of truining which enter to thne
varying needas of employecs, €.g. refresher courses, upgrading courges, super-
visory treining courses, courses o introduce the labour force to new prc-
duction pricesses cr techuiques or new Sypes of equipment. Similarly, training
can be crganized ¢n a part-time basis during working hcurs or in evering
classes, cr on a full-time basis during o leave ¢f absence frim regular
employment, ‘

A number of countrieg in Africa, e.g. Ivory Ccast, Nigeria, Gabon, have
established crganisms chorged with tue develcpment cf training activities,
in which beta overnment and employers purticipate. In general these crgo-
nisms functicn on the basie ¢f financial centributions made by b.th varties,
which are then useu to privide training institutions (o activities which are
meant tu reflact the expressed necds i the empliyers. This apyears tu be a
very useful device fur ensuring the active rarticipation of amployers in the
training of aiddle-~level manpowsr 1a particular, anc it is nietewerthy that
cther African countries are censidering adepting a sinilar foriula.

In the first instance the various forms of training fur emplcyees enu-
nerated above have as their sval improvement ¢f the trainees to enable_them
t0 awsume more responsible or more skilled positicns in their respective en-—
terpriggs. There has been cunsiderable debate as to the vest way of deing
this. &/ Tne essential pcint at icsue is whether enhancec cempetence at work
can best be induced through s narrcwly—conceived vocational training process,
or through scme form of adult educstion approxXinating mere to general educa-
tion, or through some cumbination of thece two. fhere is o large budy of
opinion which raye, on the basis of varicus surveys, that bcth work rerfor-
mence and supervisory ability are improved if trainees receive some elenents
of general educaticn in conjunction with veeaticonsal training. The trainabi-~
lity of trainees is ccnsidered greater the higher their level of previcus
general -educatiun, and to tie extent that this is weficient tne combinaticn
of vocatiinal training with clements, of venerul educaticn can help to make
up any jap. Conversely the findings of cther Surveys have attached far less
importance to general education og & requisite fur job performance ang )
vocaticnal training. Jhere is os Jet nc clear answer on this question, but it
may be ncted that a number of countries have used a variety of instituticnal
devices t¢ introduce sz significant element of general education into theipr
workers' training schemes.,

1/ Kenye, Report of the Wraining Review Gommittee, 1971-72 WNairobi, 1972,
p.29.

g/ See gretlsr, op.cit. Ch.6 for a wiscussicn of this question, citing
varicus studies which express conflicting points of view

.
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African countries for the most part have nct yet proceeded very far
with the crganisation of training racilities icr un—the=-jub, in-scrvice or
part-time iraining. The main excepticns to tuis eneralization wre the larger
sovernment departuments or public utilities which in many ceuntries have
developed training activitics Ier t.eir owi labour iurce. By cuntrast there
is generally a dearth of ouci training, other than in the most intormal
gense, among private cmpleyers.. The primary reascn is thot the crowth of
enterprises requiring uny gigniticant rumbers of skilled cr supervisory
workers is a recent phencmencu which is gtill inhibitcd by the scarcity of
such workers. Thus private employers seldoum nave the rescurces to operate
toeir own training activities. Hence .gain the pressing need to develop
machinery, e.g. scme form of navicnal training orgaon, wiich can bring together
the interests of emplcyers and the naticnal interest in establishing the
various forme of training reguired Yor the improvement «f the labcur icrce.
Such an organ must alsc be, respunsible for cuntinuing supervision cver the
vperation ¢f such training Facilities, whether they be in thae form of
gpecially-created institutiung or of activities undertcken on the premiscs
of empluyers. A further special responsibility oi a naticnal training body
is tu pay close attention to tae training nceds of amall and indegencus en-
vloyers, often only recently-crtablished, whe do not have the capacity tc
undertcke any significent training activities thumselves. Larger employers
may be induced to participate in such effurts when they realise their cwn
interest in expanding a limited labour supply, and sc avoiding mutually
Gamayging competiticn to attract scarce workers awey irom cther employers.

fhe first pricrivy for a national t.aining organ is the developaent of
eriective cn-the-jeb and in-service training schemes, in crder t¢ expand the
current stock of skilled and supsrvisory Manpower ow quickly as pussiole.
Once = somewhat mure satizfactory supply position is achieved, increased
attention will alsc have to be gmiven t¢ retralning and upgrading schemes,
to ensure the continuing supply of qualified maupcwer necgseitated by a
growing ecunumys, characterized by the appearznce ¢f new indusiries and new:
production processes. The mest impcertant consideration in all of these eifcris
is that the training provided should bs of @ stondard to ensure the output
of well-qualified workers., Too often in African countriee employers complain
that the zvailable labcur is inadeguately qualified t¢ work in pousitions,
e.g. at the superviscry level, in which it should be able tou function with
minimal supervision. an assuciwted requirement is the establisnment of stan-
dards of periormance s.g. tarcugh a trade-testin, structure, in oraer that
employers can be further cosured of the value of the training provided.
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OVERALL CONCLUIONS

The main result of this study has been to ventilaote scme of the hitherto

unanswsred or ipncred guestiung concerning middle-level manpower — the nature
of the concert, tue present stock, the ruture regquirements, anc troining
needs. It cannot be pretended tvheat very mucia ligat has been thrown on many
of the issues which were roised at the beginning of the study, wainly due

to the scarcity uf infirmaticn, and the limited cumiparability of most of
what is availeble. Wevertheless, if it has been pessible tc¢ indicate sone of
the areas where further study is required ss a prelude to more comprehensive
pelicy fermulution for tho satisfaction of middle-level mangcwer needs, this
in itself is a useful although limited step.

dmcng the lessons which can be drawn irom fae study are the following

(a) liddle-level manpcwer is an entity which is buth complex and im-
precise. There are nc generally agreed limits as to the types of manpo-
wer which are to Lo counited os miudle-level, but novertheless there are
many difierent types of manpower whaickh clearly fall under the category
middle-level. This implies immediutely that there can be no simple
pelicy prescriptions with reference to thoe develepment of wmivdle-level
mangower. Detailed policies with respect to particular categories of
middle-level manpcwer will be required.

(b) It is even difficult to identify the present stock of middle-level
nany cwer in many instances in tus first place beczuse of the limited
availebility of manpower and enployment stutistics in many African coun-
tries, and secondly bec-use where such statistics de cxiet they =zre
frequently clasgified by cceupnticns, and it is not pousible to see

what prcporticn of workers in the vccupsbion are nolding midale-1l-vel
positicns. 4s we have scen, i. many cecupaticne cnly a proportion of

the jobs can be categorised .. middle~level. Beyond this, even where

we can reascvnably estimats middle-level emplcyment, it is almost never
possible t¢ find ocut ctner characteristics actcelated with such employ-
ment, e.g. age, educaticn, ste. fhis is paerticularly regreitable because
there is plenty of evidence to Suggest thot middle-level manpower is one
vf the most rapidly expanding cumponents of the euploeyed labour force,
and it is 2ll the more difficult o undertake planning or policy—-making
X .reises in o dynamic context when even toe base situation remains
little kncwn.

() Further evidence of the difficultics tais lack ov knowledge creates
can be seen in some of the attempts that huve been made to forecnat
future middle-level manpower needs in African countries. requently vhese
forecasts have proved te be wide off the merk, I+ particular the likely
directicn and cimencion of future structural cnanges in the economy
need tu be considered, -8 s bosis {op aue.sing the cunsequent cnanges
in the structure of midule-level siipliyment, both within the micale—
level, und in relation 4o the other levels of emplcyment. It is suges—
ted thut develepment c¢iiorts cricnted more bowards employuent creation
are prima tacie likely to further stimulote tiue demand for middle-level
manpower, beczuse of tne increased superviscry role thus implied.
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(d) The training reguiremente reculting from an increased cemand for
middie~level manpower have implicatiocns octh for the formal educational
system and for vocaticnal tr..ining. Cu the side of formal education there
is a need to¢ rethink the necessary educativnal backzround ¢f future
entrants teo middle—-level pusiticns, and t¢ establish the provision of
such entrarts @5 one of the legitimate gozls «f the gducatlun¢1 systen.
This has fur.her implications i'cr steacher—-training and tiae developnent

of vocational guidance serviccs. [me cther importont point is te develop
a continuing dinlogue between the education and itruining systems and
pctential employers and to establish aschinery te build on this which

cen devige new forms ¢f training as required, and «lsc invelve employers 1b
actively in the provisicn of such trzining., Boyound this, any new pattern L
or structure of training thus developed must nave its own buili-in revicw .’
mechaniem, to facilitate guick responses to the chnanging demand pactern :

for miuale-level manpower.

(e) Much further ressarch is required if a better abtempt is tc be wade
tu satisiy changing and expanding regquirements four middle-level man-—
puWer,

The first necensity 1s ¢ develcp much better iniormation about ihe
nature and extent o¢f the existing stock ¢f middle-level manpower, znd its
primeipal characteristics, by means of detailed manpcwer surveys. This will
permit a better understanding of the deficiencies in the existing stcek, a
necessary first step in the formulation of remedial policies. The majority
of African countries have barely scratched the surface in thise respect.

Better knuwledge of the current supply situation will also facilitate
efforts to project future demand Ior miaule-level manpower. ‘lwo areas for
particular witention are the need o assess the inpuct of inpending struc-
tural economic changes on the uwtilisation of middle~level manpower, and the
need to examine the manpower demand implicaticns of increased emphasis con
employment creation asg a goal of development. Such an smphasis implies diffe-
rent patterns of labour utilisaticn, and this will obvicusly have an effect
on the future demand for middle—levcl manpower,

Lastly, there is need tc develop better information un inncvaticns in
the educaticn and training of midcle-level manpower, ané to develcep means
for its diffusiocn, Deyond this, both eaucators {including trainers) and
employere should come tcgether to devise new means of training which will
patisfy the needs of the employers.



