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. ECA TRAINING COUBSE'FOR:MANPOHER_PLANNERS 
AND ADMINISTRATORS OF TRAINING PROGRAMMES

‘Nairobi, 8 July ~ 30 August, 1968

Course Director's Report

by Pgofesser:T.M. Yesufu

A INTRODUCTION

1, In 1967 the United Natlons Economic Comm1551on for Afrlca conducted
its first training course. for manpower planners and traln;ng administrators
in Dakar, Senegal. The course was bilingual; but as a result of ex@e—
'rlences galned therefrom, 1t was decided to organlze future courses *
_separately for Afrlcan countries of English and French expre531on. The
,present course which was held in Nairobi, Kenya, was meant for countrles
of Engllsh expres31on, and all the Governments concerned were 1nv1ted

to eend partlclpants.

2. The course was intended to provide specialist technical training
for senior government officials who had responsibility for, .or intended
to specialige in manpower and educational planning, or itraining pro—
gramming and administration, within the context of overall development

planning. It lasted from 8 July until 29 August, 1968.

3 The East African Staff College, Nairobi, acted as host to the

courgse. The College rendered valuable assistance in arranging hotel
accommodation, office space, providing in addition, the lecture hall

and secretarial services. A bus of the College was put at the disposal
of the participants. The Director of the College, Mr. H. Miller-Craig
and his Deputy, Mr. R. Roper, were most helpful throughout the course,

and arranged, as necessary, for guest lecturers, and for visits by the
participants to places and institutions. The Office of the UNDP, Nairobi,
helped with the detailed administrative arrangements including the
handling of correspondence and the management of the finances of the

Course.
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4. The International labour Office made available, free of cost

to ECA, the services.of oné of-the full-time lecturers,.ProfBssor -

Le Thanh Khoi. The services of the expert on training, Mr. Wilson,

were madg:;;aiiable'by the USAID, Washington. Not oénly was Mr. Wilson's
personal contribution ocutstanding, but the USAID provided films, demonstra-
tion training equipment, and a very large quantity of documents on all
aspects of manpower planning, education and training. The Agency also
undertook to airmail the documents for the participants to their home_
countries. The librarian of the University College of Nairobi was kind .
enough, in the absence of other facilities, to permit the paftibipaﬁts

to use the college library for reading and study.

5. The participants were welcomed to Nairobi, on the opening day, by

the Director of the East African Staff College, Mr. Miller-Craig, who

also gave useful tips on various matters ranging from places of interest

to visit, to headlth problems. On the 28th of August, the formal closing
session was addressed by the Kenyan Minister of Labour, Hon. E.N. Mwendwa-
He stressed the need for more attention to be paid to manpower planning,
training, development and effective utilization, and for co-operation
among African countries in these matters. A coDy cf the Minister's speech

is ammexed to this report (Annex IIT).
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II. THE COURSE PROGRAMME
6. The oourse was orgenized in two main parts:

I. Manpower and Educational Plannings . 4

.II.. Training Programming, Co-ordination and Administratioﬁ;‘

7;'. Introductory lectures were provided on the general 1nter—re1at10n—
”eh1p between manpower ‘and economic development and the maln human resources
problems confronking developlng countrles, partlcularly in Afrlca, e.gs
.f'populat1on, unemployment, manpower 1nadequa01es in terms of quantlty

" and quality, etc.

8., ,The 1ectures.on Manpower and Educational Planning covered such. areas
as the nature and, use of manpower data, the identification. and measurement
of  anpower, requlremente, techniques of manpower forecastlng'and planning,

1nclud1ng educatlonal plannlng.

9. Part II of the course-laid emphasis on techniques of training pro-
gramming and administration, including training policy, its harmonization
with overall manpower and economic policies, the assesspment of needs, -
development and implementation of training programmes and institutions,
use of audio-visual aids, contents of training courses, etc., as well

as the organizational framework for effective training, administration

and. programming. 'A copy of the Course Programme is attached as Annex II.

10. While lecturers provided a theoretical framework for the'discuseion
of concepts-and problems, the.empkmsis. of the gourse was on applicatiom,
and every effort was directed towards developing the aptitudes of the
participanps_as_planners, and_as human resource and training strategists.
For this purpose, lectores were handled in as informal a manner as
p0351b1e, with partlclpants being encouraged at all stages to take part
and relate the course to their own backgrounds and problems. ‘In order
'to ensure such full partlclpatlon, one third of the formal course hours
was:devoted daily to seminars or panel discussions; all the mornings

of the Saturdays during the second half of the course, as well as the

final week, were devoted exclusively to syndicate work.
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1l. Individual reading and zssignments were given, but the location

of the library, and shortage of reading matefial, made close super-

vision by the experts difficult. In the circumstancés, nore émphasis~

was placed on joint projects-for the preparation‘of‘semihar-tbpics

and for syndicate work. For the presentation of each seminar pavper,

a participant was elected chairman who conducted the proceedings. The
experts, on the other hand, directed the panel discussions and workshops
in‘réspect of topics within their areas of competence. All seminars '
and discussions were specifically related to lectures and the main problem
areas and difficuliies encountered by the participants.’ As mmchras _pogaible
some of the topics suggested originally by ECA were.used as a-supplew:
mentation. In this respect it is pertinent to note that ECA's suggested ::.:
topics for syndicdte work were modified mainly because they ﬁould have

" required the participants tc develop operational manuals in the varidué
fields of manpower planning, iraining and development. The preparation

of meaningful operatiocnal manuals was considered to be highly technical
and time-consuming; and the participants were certainly not sufficiently
expert, nor were the facilities in terms of documents, etc., adequate.
Accordingly, syndicate worlk -was directed principally to identification

of basic manpower and hunan redources problems, in African countries,

and the formulation of policies and strategies to meet these problems.

. In the event, three syndicate topics were chosen for their current and

general importance, as follcus:

(1) The Population Problem in African Economic Development:

A Programme of Action.

{(2) Education and Training Strategy for Economic Development:

The Role of Incentives.

(3) The Employment Objective in Economic Development in Relation

to the Solution of the Problem of Unemployment in African Eountrie . .

12. The syndicate papers are attached for inclusion among the course

papers to be published.
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13... Although the course outline was arranged and dealt with in two.

main parts (as already indicated) there was a continuous emphasis on

the neéd to see and deal with human resources problems in the broad. -
chofﬁingiy,_the continuous inter-relationship between economic, manpower,
education and training policies, the interaction on one another of
- programmes in these areas, and the need for close co-operation betweeh

the various.relevant agencies were, therefore, continually stressed.

l4. The original programme drawn up at ECA provided for lactures

and group work in the mornings and early afternoons, and for library
wérk:in the evenings. This had to be adjusted as no library and study
facilities were available at the East African Staff College: The
University Library which it was later arranged to be used, was located
{ufar,f:om_the College and from the hotel where the  participants resided;
and above all, it was. open during the.afterncons only from 2.30 p.m. -

5 p.m. 1t was therefore decided to give lectures and have seminars

and dlscu331ons from 8 30 a.m. ~ 1. 15 p. m.ldally, and for partlclpants
to go to ‘the llbrary in the afternnons, and on Saturday mornings. There
were no facllltles (readlng or qulet room, etc.) in the hotel and _
partlclpants were partlcularly handlcapped by lack of adequate reading
materlal, until the last three weeks when Mr. Wllson brought a large
quantity of documents from the USAID 1n Washlngton. In other respects,

' the allocation of time between lectures, semlnars, discussions and syndicates

proved very effectlve, due flexlblllty heing allowed for at every stage.
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III. COURSE PARTICIPANTS AND RESOURCE PERSONNEL

Trainees

15. Altogether eleven trainees were nominated and participated from

nine countries. The countries concerned were: DEthiopia, Kenya, Lesotho,
Libya, Nigeria, Sierra Leone, Sudan, Somalia, and Swaziland. They all
enjoyed ECA Fellowship status, but the two nominses from Kenya participated
at no cost (in terms of subsistence or travel expenses) to ECA.

Two trainees were also nominated by the Government of Ethiopia. 4 list

of all the participants, together with their countries of origin, and

official positions is attached as Annex II.

16. It will be observed that in terms of the coverage of the course, .
the job experiences of the pariicipants was quite wide and included
manpower planners, statisticians, an engineer, as well as officials

from Ministries of Labour and those concerned with educational planning.
Thé most obvious omission was that none of the participants was directly
concerned with training programming, co-ordination, or administration.

Economic development planners as such, were also not represented.

17. The participants were a highly responsible group who displayed
tremendous enthusiasm and interest in the course. Apparently, only one
had not been to University, but he was of outstanding intelligence and
experience and more than held his own throughout the course. Thsy all
responded magnificently to all aspects of the training and displayed

a high sense of humour, discipline and initiative. In spite of the bhad
weather and high rate of susceptibility to colds among staff and:partitipants,
not more than six man-days were lost through absences. There were no
.drop-outs or withdrawals except in respect of the supplementary nomination
of the Kenya Government, Mr. Ngugi. He joined the course on 15 July

and withdrew on 15 August; but his acceptance at the course had been

" subject to an understanding to this effect. Mr. Musa from Somalia was

at one stage recalled by his Government, but the recall was later

cancelled.
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18. Partlclpants Were requlred, ‘as a condltlon to &ttendlng the course,

and tra1n1ng situations in their own countries, - These prov1ded some
useful background for relatlng lectures, semlnars and discussions to =
actual prevailing conditions. 'The reports Wwere reproduced and circuldted

and will be included in’ the course proceedings.

'”19. Reference has already been made to 1nd1V1duaI, seminar &nd eyndlcate

Resource Perdonnel

'work. In the llght of prevalllng condltions, 14 1s consldered that the

overall performance of the trainges was very gcod in these respects.
The abgence of readlng materlal, except in the Unlverslty lerary (1tse1f
poorly stocked: in respect of the relevant reading material) constituted -

a séricus handicap; but- the ingenuity of the staff personnel and the "

- participants went a. long way to minimize the problems.  Contributions

during-groupadiscussions-were-most.encouraging.‘ The response to the -'-°
lectures in the field of training was,. however, generally less enthusisétic.

But this was partly due perhaps (as alresdy pointed out) to the fact ™

“ithat no participant had experience in this. field. .

20. The Course Dlrector and Professor Le Thanh Kh01 were on the

course throughout its duratlon. Mr. Robert Wllson of USATD, Washlngton
Joined the course in the last three weeks. Mr. E.R. Rado and Ir, W.
Rogers of the University College, Nairobi gave lectures on aspects of
Educational Planning and Problems. There was no doubt that all lecturers
had worked hard in preparing their courses. The lectures were mimeographed
and distributed as considered appropriate either before or immediately
after delivery. The only exception in this respect was Mr. Rado, whose
lectures notes were not received up to the time of writing. It is urged
that he be requested to submit these for inclusion in the course records

and proceedings.

21. Two guest speakers, Mr. D. Andepsonand Mr. G.N. Griffin delivered
lectures (Mr. Anderson two, and Mr. Griffin one lecture) respectively
on the "Harambee Secondary Schools" in Kenya and "Youth Service Organizam.

tion". The former provided example of effective community effort in
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meeting education and trainihg requirements for junior-and middle-

level manpower, and the lecture on Youth.Service Organization demonstrated
how the enthusiasm of youth can be canalized and harnessed for national
deﬁelopment. These lectures were highly relevant to the theme of ihe

whole course, and were highly appreciated.

22. Mr, S.I. Edokpayi, Head of the Manpower and Training Section of

ECA was at the course for the first three weeks and assisted with seminars
and. group discussions. Mr. Zikry, the newly appointed ECA Regional Adviser
on Manpower, joined the eourse in the last three weeks. He delivered

two lectures and participated in other activities as well.

23. The small size of the resource personnel made team work easy; and

~ both Professor Le Thanh Khoi and Mr. Wilson co-operated magnificently

with each other and with the Director to emsure the success of the course.
This team work and co-operation was most essential in view of the fact
that some of the persons originally proposed for the course (e.g., Drx.
Sokol) failed to turn up. All lecturers were either resident in Africen

countries or had had long experience in African problems in their respective

. fieldg. All lectures, syndicates, workshups, etc., were therefore fully

oriented to the African background, although care was taken at all Stages
to draw from the experiences of other continents where these were

considered relevant.

VA ey T g
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IV, PROJECT EVAIUATION

24. In spite of the failure of some resource personnel to tumm up,'
every effort was made to cover all aspécts of the course as originally
planned. All the staff and trainees are agreed that the course was most
successful. To some extent, this was undoubtedly due to the small size
of the group which enabled individual attention to be given to each
participant and his country's problems. The fact that the course was
monclingual reduced the problems of communication to the barest minimum
ag the need for interpretation of technical texts was thus obviated.

No doubt, the insistence also of ECA oi’high calibxe:cerndidateschas h.s
paid good dividends in this instance. Two evaluation sessions werg-held
with the participants and they were full of praise for the way the‘;gurse
was handled and that it enabled them to acquire,above all, techniques

for dealing with their practical problems. Here it must be saidlthat

in this respect seminars, workshops and group discussions and assignments
provided the most useful tool for inculcating the requisite skills and

techniques.

25. As already indicated, library facilities and arrangements were most
inadequate. The situation could have been mitigated by the supply of
reading texts and materials by the lecturers. But the ECA made no
financial provision to enable such documents to be transported; and the
Course Director, for example, had to return all the documents he intended
to bring to the course, at the airport, owing to luggage weight limitation.
Course materials, therefore, hardly existed until the sixth week when

the USAID air freighted large quantities of documents, films, etc., which

were used (and most effectively too) by Mr. Wilson.

26. The participants expressed gtrong views about the status level of
the céndidates selected for the course. For the most part, they were
third or second level senior staff of Governmenis. They were emphatic
in their recommendation (with which the Director and other staff fuiij
agree) that urgent effort should be made to attract more seniof personnel

(including persons of Permanent Secretary grades) to training courses
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of this nature. The value of previous and current training courses
appeared to be seriously-diminished because the efforts of manpower
and educational planners and trainers, (of the callbra normally attendlng
the trannlng courses) often tended to be frustrated by unsympathetic ;

_recept;on or 1gnorance on the part of the top policy makers and planners

in Government.

27.__The_need to broaden the selection of those attending the courses.
was. also obvious, in view of the wide ramifications and implications .
of manpower. and educational planning processes. Thus each country ought
to be enabled and required to send not less than two.persons-to these .
courses, chosen.from among departments responsible for.manpower and. . .
educational planning.. Preferably, general economic development planners

.should also attend the course.

28. Ad'hoc coursesof-this nature have proved very useful for training
development planners in manpower, education and training. In terms qf%
~content and objectives of the course, the period of eight weeks i8 ‘con=
sidered the most-appropriatey although one or two participants expressed
the view either that it was too long, or too short. On the whole; however,
:the paucity of research and of teaching and training material adaptedd
to- the needs of African countries in .this fieid, drew attention to the-
urgent need for the establishment of twe or three centres or institutions
of international siatus (but preferably asscciated with selected Universities)
. that will devote full time to African manpower, education and training
:‘problems within the context of overall development. Apart from developing
co-ordinated research and teaching materials in these flelda, the institu-
‘t}ons could act as the centres for continuous training .of the relevant

categories of planners,and;policy makers in their regions.

29. ?he level‘of allowances paid to participants was adequate, but it

is felt that for the prices charged a better hotel could have been: -arranged.
The rooms in. the hotel where the participants stayed were most unsuited

to reading and study. The very cold climate in Nairobi throughout the
pgripd of,thg course took a heavy toll among the staff and trainees in .
terms of sickness. The East African Staff College had no library worth

speaking of, nor could accommodation be provided there for study. All"~

m
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things considered, therefore, it is felt that a detter location could

have been chosen for the course.

30. No extra-curricular activities of any sort were formally arranged,
and the participants had to be left to their own devices. Nor even one
cocktail party was given in their honour, nor were they invited to any
pariy whatsoever. On one afternoon, they visited the UNESCO conference
on education which was held in Nairobi, but the session was of little
value in terms of the Course. The partlclpants visited Mombasa over

& week-end at their own expense. ECA fiade allowance for only ohe -
field trip in their budget, and the occasion was used to visit the Kenya
Institute of Administration and the Nairobi Game Park. Apparently thers "

was a severe budgetary limitation on the part of ECA.
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V. RECOMMENDATIONS

31. In the light of the forégoing, the fblloﬁing recommendations are.

put forward for the consideration of "the Ecoromic Commiséioﬁ for Africa,

(1) Course location should in future be chogen with due con51derat10n

of the weather and the health of partlclpantss
(2) Courses should for uhe time being cont inue to be organized
mggpgrately for the French—and Eny llsh-apeaklng_Afrlcapbcountriesa
(3) _ECA should in co-opsration with-Uﬁ&ID,ghuild:up.agAadequ@tqw

library of training documents, .filrs .and other equipment in

o

the areas of manvower, .cducation and *twaininge. Arrangements
should ensure thai the. are des?aﬁchei snd mede.available-at
training courses. Recomasnded backgeound reading lists should

be sent to participaats before they coms %c tae course.

(4) ECA should make financial provisice to e-able course participants
and lecturers to carry docurents t¢ and from courses in excess

of normal baggege 2llowanis, vD o 2 Lipit of ten kilos.

(5) Cage studies bosct on LTricen or similar experience should
be commissioned by EC4& on variousziaspects of munpower, -~
education and training, and those should be macc avallable
at future training courses as & means of uwaking thea more

concrete and »ractical.

(6) The effectiveness o iL.ozc wod Lo raceiv-? training on
this and similar courses, czpends incalculably on receptivity
of the new ideas and teciniques oi the port of general economic
development planuers apd 3he nust senior Givernment officials
concarned. with poiley fgasues. Lol zatulié thevefores
(a) ensure perticipetica o cconomic planncrs jointly with

manpower and educatiocnsl plarncwc o courses of this nature;

(b) arrange short conferences (of & week or ten days' duration)
annually for top sivil servants (Permenent Secretaries and
their deputies) %o "s2ll" ihe idez of ranpower planning

within the context of develonnent plannings.

m
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Financial provisions should always be made to enable field

trips and visits to local Ministries, agencies and institu-

tions dealing with matters or projects related to the course.

While end-of-course tests should be avoided, lecturers should
be encouraged during the course to devise 'ad hoc' tests for

evaluating progress of the trainees.

ECA should devise a 'Yollow-up' system-as a means of evaluat—
ing the on~the-job value of the courses provided. This should

take the form, amongst others, of:

(a) refresher courses for participants, one or two years after

the initial courses;

(b) suitably devised questionnaires which can be analysed and

gtudieds

(c) supplying ex participants with follow-up documents,

pericdicals, etc.

ECA should seek the co-operation of other international
bodiea, such as USAID, to establish regional centres concerned
specifically with manpower and training problems, which will
conduct research and develop teaching and training material

on a continuing basis in these areas, and provide facilities
for courses for training manpower and education planners and
administrators. The centres should preferably be located in

carefully selected Universities.
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ANNEX T ,
OUTLINE OF COURSE PROGRAMMEL/ .

P

_RART I, TECHNIQUES OF MANPOWER AND EDUCATTIONAL PLANNING

Introduction: Human Resocurces and Development

,~ the role of the total population and of particular sccial groups
- Population distribution and ares development

w_abtivezmale -&nd ﬁamalpapapalaéﬂongandedépanﬂency burﬂéﬁﬁin‘deieiap—

ment efforts

: é_aqcial.factors_in development ~ attitudes, beliefs, motivations,

social barriers, social environment, etc.

- labour quality and development -~ the effect of health, nutrition,

education and training
- unemployment and under-employment and . regource utilization

*~ employment policies in human resources utiligation - employment

creation and intensification and the choice of “technology

- wages and income structures in employment development and cultiva-

tion of attitudes towards particular oceupations . .

,*Nénﬁééldependence_between human resources and other factora of

development.

— manpower and educational planhing within the framework of overall

development planning

Manpower Planning Dats

- what data?

~ data collection and analysis

- evaluation and classification of employment and manpowsr data
- data storage and retrieval

- ugea of available data

- Thig is an-indicatiVe:outline‘for,the-course;fthe precise lecture and

seminar topics to be offered by course lecturers will normally be.
related to the scope of this outline. o
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manpower surveys - what additional information and data to look

for and from whom3 formulation of manpower survey questionnaires

e

Hagd their content; organization and execution of surveys; practical

problems; publicity for co-operationj training of survey officers,

atc.

labour classification methods - the ISCO and the ISIC and their

adaptation to local occupational nomenclature

T.3 Identification and Measurement of Manpower Requirements

manpower consideration in development planning

approaches, methods and techniques of identifying and assessing
manpower requirements, global, sectoral, particular occupations

and projects
principles of job analysis and evaluation

jdentification and evaluation of employment potentials, overall.-

and by sectors of economic activities

skill "mix" in the labour force and use of relative ratios of ladbour

categories (Engineers/Technicians/Skilled operatives, etc.)

I.4 Manpower Programming Techniques

methods and techniques for manpower projection and forecasting -

input - output tables; manpower coefficients in given industries;
lebour efficiency index; target setting; progressive eatimation;

evaluation of forecasts

labour participation rates and estimation of wastage in labour

force supply

employment creation and employment policy in relation to potential

labour supply

congtruction and use of manpower planning meodels

..phasing of menpower. programmes

techniques of balancing manpower demand and supply {(overall and

by sectors)

m
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= use of relling inventory and annual manpowsr balancing
. - integration of manpower programmes in overall developmeni plans

1.5 Technigues and Approaches in BEducational Planning in Relation - :

10 Manpower Requirements

- manpower base for long-term sducational planning

- approaches - socio-cultural considerations education and training
requirements of the labour force; educational implications of

EENPOYET PPOZTCRMMES :

- techniques of educational planning -essential data; forecasting
pubil enrolment and teacher requirements; planning of particular
educatidnal levels and types and thelr integration into ﬁnified
and bhalanced educational system; resource allecation, manpbwer
requirements and development in particular educational levels;
inter-relationship between the content and quality of education
and: genpower requirements; long-and short-term educatiqnal pro-~
grammes; costs—benefits analysis; balancing educational supply

within levels and spatiality

I.6 Organizational Framewcrk for Manpower Planning

- manpower planning functions and organizational and institutional
requirements; location, relationship and inter-dependence between
manpower planning machinery and the national planning agéncies
and other agencles inveolved in: human résaurces development and
utilizationj co~ordimation of manpower planning actionj decentralized
and centralized manpower planning functions and problems of technical

co-ordination; staffing requirements, etc.
PART II. TECHNIGQUES COF EDUCATIONAL AND TRAINTNG PROGRAMMING

II.1 Training Policy and Priority

~ objectives and priorities in educational and training programmes

- assessing training needs in relation to manpower resources and

requirements for national development effort
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- orientation of educational and training programmes to manpower
needs

~ getting training priorities and formmlating national training

-~ gvolving strategy for action

- use of direct and indirect means and incentives in promoting national

training policy and priorities
- wage policy in training and manpower utilization
- progressive evaluation of training policy, priority and strategy

~ co-ordination and planning the utilization of external training

facilities

~- poliey harmonization regarding intra-African collaboration in
ﬁtiliﬂing specialized training facilities '

11,22 Training Programming

~— -~ 5se88ing training requirements by type of training and fields

of activities

- programming training effort to meet manpower requirements. over -

short- and long-term periocds
- choice of training methods and types of training

_ - techniques for translating manpower programmes into training

p:og’rammgs
. = job analysis and evaluation in the formulation of training courses
- asseséing the adequacy of local training facilitie®m
- the dovetailing of training abroad with local training facilities

costes-benefits consideration ’ . T

IT.3 Implementation of Training Programmes
- phasing and timing of implementation

- formal training in institutions, practical training in industry

and the need for complementarity

Y ey RTRp

7m



E/CN . 14/425
Annex I
Page §

- the role of private and publiec establishments in providing job-

oriented training

- collective efforts of private employers in the training of industrial

labour {Latin America example)

~ the use of audio-visual aids, programmed instructions, correspondence

courses, mobile courses, etc. in training larger numbers to acquire

new skills

I1.4 Organizational Framework for Training Co-ordination

policy and technical branches of a national machinery for training

co—ordination and their respective functions

relationship or integration with the manpower planning organization

and with the agency for overall development planning

organizational requirements for collaboration among private
employers and relationship with the national agency for training

co-ordination

~ National Vocational Guidance Service

Employment Service Mechanisms

PART TII. APPLIED MANPOWER PLANNING AND TRAINING PROGRAMMIN G

Syndicates: small working groups to consider specific issues and

projsects and to produce draft reports for discussion in full seminars.
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ANNEX IIT
CLOSING ADDRESS BY THE HON., E.N. MWENDWA, MINISTER GE_LABOUR, "XHIYR

Mr. Chairman, Ladies and Gentlemen,

I.ath very pleased to address you today and to share some of my

thoughis on manpower planning and training programming with you.

In their scramble for Africa our foreign rulers have brainwashed
us to believe that we are different from each other. Consequently'we
have developed unwarranted suspicions whiéh have tended to perpetuate
the divisive forces between us. If we are to break these artificial
barriers we must remove these suspicions through mitual undsrstaning.
I am informed that you have been here for eight weeks. Coﬁsidering
how rare such opportunities for meeting are this is a relatively long
time. It is my sincere hope that during your stay together you have
managed to promote betiter understanding with participants from otherxr

parts of Africa and also to contribute towards the cause of African unity.

Needless to say the subject of your course is a very important one,
particularly for‘developing countries like ours. I believe it is now
generally accepted that manpower planning is an integral and.indeed,

" essential part of overall economic planning. But this has not always
been so. It is, in fact, a comparatively recent development and ons
which came about largely as a result of fuller awareness of the cdnditions

prevailing in developing countries.

Working on the accepted theory of the "vicious circle of povérty"
economists argued that it was lack of capital that led to low productivity,
resﬁlting'in.lower real incomes and, in consequence, lower purchasing
power and saving capacity. This, in turn, meant a lower.rate of capifai
formation, thus completing the "vicious circle". Experience, howévef;
has proved that the supply of unlimited capital does not in itself create
development and that skilled manpower is an essential component of the

development process. As Professor Kuznets has put it in his Processes’
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and Problems of Industrialization in Under-Developed Countries, "the

major capital stock of an industrially advanced country is not in its

-

physical equipment; it is the body of knowledge amassed from tested
findings and the capacity and training of the populatiqn to use this

knowledge effectively".

Nowadays it is an accepted fact that capital, albeit very imporiant,
is only one of the factors of production. To become fully effective
it has to be combined with such other factors as labour and skill. The
fact that the Economic Commission for Africa and the East African Staff
Collegé have devoted so much time, energy and expense to the course that
you have just completed is ample evidehce_of the importance attached
to Fhe development of manpower as an essential component in the process

of development.

Your course, ladies and gentlemen, is particularly appropriate in
the African setting in which we are faced with widespread unemploymerit
coupled with a critical shortage of skilled manpower. This anomalous
. Situation is a direct product of our colonial system which failed
miserably in the development of human resources. The popular pattern
%as,,és you know, to educate and train only a small pereentage of the
populétion to £fill some posts both in the public and the private sectors
of ;he economy, then leave the rest of the posts for the colonial masters.
When our countries became independent, we inherited this heavy dependence

on expatriate skill.

Needless to remind you no nation-can .claim to be truly indepéndent
if. it relies on expatriate skill for its development. This, in essence,
meaﬁs that if oﬁr independence is to become meaningful we are duty-
béund nqﬁ iny‘to make the best use of the available trained manpower
but also to Qevise‘aﬁpropriateftraining programmes for preparing our

citizens for full participation in the development of our economies.

The need for accurate manpower planning with a view to achieving
full utilization of ‘the -available trained manpower is obvious. As you
have a&pent o much time on this subject I will not attempt to wenture

a layman's opinion in a field which is inundated with experts. All that
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Ihrould_iike topemobesize,isithatAerfective_manpower planning must relate
eduoefioo‘and‘training”to_fhe needs of the country. The colonial system
;Whtch was notorlous for produclng white coellar workers .at the expense

"of trained agrlcultural workers and art1aans is a good example of poor .
manpower planning in developing countrresf Ae a‘reeult'of this lack .

of iﬁagination, iffI @ay describe it as such, we have many workless white
.collars and a critical shortage of trained agricultural workers and

artisans.

| Equipped.ﬁith the tools of manpower planning, as you are, I strongly
commend thie aﬂd.other manpower, problems for your immediate attention.
As developing oountrles,we cannot afford the luxury.of underutlllzing;.
such a valuable development asset .as manpower. Indeed, I must urge you
to devote yourselves falthfully to the cause of promoting a rational
development and utlllzatlon of your countrles' human resources. By
80 doing, you will beplaymg your full part in the development of your

respeetlve economles, a duty whloh every cltlzen 1s expected to fulfil.

At thls Juncture, I thlnk 1t is approprlate that I should mention
some of the factors Wthh tend to interfere with proper utilization . of
trained mangower.' One of our post-independence failures has been: the
hlgh turnover of personnel from one job to another both in. the public
and the prlvate eectpre of our economies. As a result of this high turn-
‘over gome potentlally good officers have. lacked. the continuity and
experlence whloh would quallfy them for mOTe . responsible posts.: This,
in actual faot, is tantamount to underuﬁlllﬂﬁtnmm of trained manpowsr.

I am not suggestlng for one moment that labour mobility should be restricted.
‘ What I am prop031ng is that in our developlng oountrles unnecessary labour
mobility snduld’ be ohecked as 1t leads to underutlllzatlon of trained

manpower.

Another factor whlch I would llke to refer to is undue emphagis
on experiencs. In our developlng countrles we must adopt the dynamic
attitude whlch st1pu1ates that hard work and. determination can substitute

for experlence. In the private sectors of our economies,in partlculan

o e e
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one often finds potentially good and capable Africans denied the opportunity
of filling genior posts owing to lack of experience. Such attitudes

must disappear. In our own country experience has proved conclusively

that given the opportunity our young men and women can achieve what would
have required years of experience under normal circumstances. The truth

of the matter is that we are iiving.ﬁnder abnormal times and that we

.must maké a determined effort to accept this fact. If we fail to do so,

we shall obviously not be in keeping with the times.

Another factor that I would like to draw your attention to is tribalism
and nepotism which invariably interfere with proper utilization of our
tréinsd menpower. Where these hideous monsters show their ugly heads
the country is bound to stagnate or develop at a much slower pace than
what it is capable of. Tﬁese, my fellow Africans, are pests which must

be eradicated mercilessly and completely.

I would be failing in my duty if I did not mention the danger of
isolation from the masses. Very often trained manpower which invariably
enjoys much better benefits than the rest of the society ténmds to isolate
itself from the rest of the community. Consequently, it lives detached
lives which are completely severed from and unrelated to the rest of the
community. This is a serious mistake which must be avoided at all cost,
As the trained manpower let us not forget that we owe a great debt to
society which has sacrificed a great deal for our education and trainiﬁg.
Let us not live in an ivory tower but rather accept our part as leaders
and teachers in the cdmmunity. Qur good example will, no doubt, inspire

. others to even greater heights of achievement.

As this juncture let me make a few comments on education and training
ﬁhich is an integral part of effective manpower planning. During the
coloniallregime from which Africa has suffered more than any other continent
we were made to feel, and even believe, that we were inferior human beings
created when the Almighty God was tired and disinterested. Consequently,
we developed a slavish and subjective mentality. It is my ardent convic-
tion that one of our most important duties in the post-colonial era is

to eradicate this mentality. We must train our people at all levels

m
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to appreciate the fact that they are as good as any other human beings
and to préject the African personality at all times. By so doing, we

1 shall certainly restore the lost glory of our own beloved Continent.

Another important factor to be borme in mind when devising our
educational and training programmes is the need for relating our standards
to our countries' needs. Very often our students are denied jobs just
because they do not have foreign qualifications. Worse still some of
the requirements for such qualifications are completely unrelated to
the needs of our countries. Such stipulations are a relic of ocur colonial
past. The sooner we establish our own standards the better for our

independent status.

Ladies and gentlemen, I must remind you that you have a very important
role to play in the development of this continent. If you tackle manpower
pPlanning effectively and with imagination we shall succeed in transforming
our untrained and unproductive mamses into productive factors of our
development process. We shall also succeed in overcoming our trained
manpower shortages within the shortest possible time and in ceasing to

rely on expatriate skill.

Ladies and gentleuen, I hope you have found your gtay in Nairobi
both interesting and productive. Under normal circumstances we describe
Nairobi as the c¢ity in the sun. On account of unexpected atmospheric
interferences, however, we were unable to offer you this distinguished
feature of our city. Let me wish you safe retura journeys to your
respective countries and hope that you will come back to Nairobi at

a better season.

Thank you-

e e+ —






