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L. Introduetion

1.1 'This paper iS‘t6‘1e séen in relation with the educat1on and training
sub-prograrmé’ in the Medium Ternm Plan’ 1“?4-59, the’ Proﬁramme of WorL ‘ang’ -
‘Priorities '1920-21, 1982-23 and ‘the subseouent project document = The “evelopment
- of Training and Ewplcyee Career PIanning C?pac1ty and Canablllty'ln h?rlca.u All

- these attenpt to articulate rélated problems and constralnts as well ‘as proposed
strategies ‘and activitiés in the 1mw1enentat10r of tﬁe Furan Qesources dpvelopment
sector in the Lagos Plan of Action. '

“1.2 :The concern’ is ruch less with' ‘repeating the W1de1y aanowleﬁ"ed 1/
shortages of skills in all sectors of national economies, but more with the
presentationof global issues emarating from the wealness in the calibre of the
©Tpresent: stock of manpower, subseguent to which an’ ana1y51s of tralnlnﬁ and career
developrient’ sub-system 1s undertaken to hlﬂhllvht def1c1enc1es tbereln and
indicate medsires 1o’ be considered for making it more efficient and ‘cost effective.

173" In the course of the discussion an’ attempt w111 %e made to set the
franewor% by clarlfylng crucial concepts whlch are of 1nterest to human resources

s dévelopers” as well as explaining the nature ahd scope of human resources development

and its place in socio-economic develonment; and in particular, enhanc1ng productivity
and development. A'set of prenmises is acvanced to reinforce the argument for placing
*Pembha51s and "tigh priority’ on human resovrces development. In another context,

global issues and problems as indicators of the region’s under: development are
highlighted to develop trainers meaning of ﬁevelopwent and justify the case for
systematic review of the training and career devélopment' function as a basis for
maPlng 1t a true 1nstrument for developln? develonment aﬂents '

T 1 Q- In reviewing the’ suh-syster the relatlonshlp between educatlon and ,
tralnlng dre"restated; the” mission and function of trainlnv and c¢areer guldance'
are thighlightsd with problen areas, issuss and constraints at each phase of the
training process didentified. The various responsas to these 1ssues ‘and’ n01nts
for new ‘@iréction starting with thée ‘éstablishment of apnroprlate pollcy,
administrative;. staff:mg, ‘funding- _and data 1nfra structure w111 be 1nd:r.cated

Tfor con51€'rat10n. o

‘2, Nature ann.ucope of Fuman Resources Development

d 2;11 I fls acknowledsed “that ﬂanpower is a vital economlc resource wh1le
i Nt~ be it for self or-others - is the source of income and status," then
the forde behind any "work ‘well ‘done’ fust be of paranount 1nportance. And 1F o
‘this “workforce™ is taken to e phy51cal and ‘menal * well belng,, nowledge '
(1ntellectual),.sllll (psycbomotor) and attitudinal (af?ectlve) propen51t1es,.
then such means for nurturing them ss physical and mental health, education and
training as well as nutrition programmes must constltute the essence of human
f“resource e planning and ‘devélopment. - '

1/ " These have been hlghllghﬁe in Annex IIA and B of the Con “ergnce. paper on-
Culdellnes to tme Implementatlon of the Human Resources- DevelOpment Programme
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2.2 Human resources development as ‘“an effort to enlarge upon (the attributes
which are the force hehind) the productiveness of reople’ must therefore include
all aspects of health (in terms of enscrlng physical and mental well-being),
educatlon and training (in terms of developing intellectual, menlpulatlve skills
and attitudinal (afFectlve) propensities) as well as. the.provision or development
of such other elements that could affect the social, personal and economic productivity
of people 1/ Such elementa include ‘working tools and materials, financial inputs,
administrative capacity and capab:l:ty as well as conducive administrative climate,
hou51ng, food suff1c1ency, transportation to and from work. Theylelso include .
the way potentlally productive people are: : ' C .

2.2.1 . Identified attracted and mobilized for the emnloyment market.

2 2.2 Recrulted end efter thelr innate resources (nby51cal and mental
well belng as well as their knowledpe, skills and attitudinal dlSpOSltlon)
have been matched with job requlrements are.not only e‘fectlvely used

'1n productive ways but also in creating their productivity.

~2.2.3 Retained and contlnuously motivated through such arrangements as
_'jrewards of income, status and Feellng of selfuworth car or house.

‘;and mortgage loans plus other allowances, career prospects and guaranteed

'tenure, etc . . .. :

_ 2.e.§ Naneged and prov1ded with essentlal 1nputs=of Flnance ?eteriels
‘ﬂand operate w1th1n a conducwe admlnlstratlve climate. Coa

v ;.Z.Sl_Updeted;for_ensteineenprodgctlvity;_

: 2.3 In this respect administrative capacity and capakility in planning for
and ]udlclous use of people/Ftnence/materlal/edmlnlstratlve capacity and capability
mix must not only attract the attention of human resources developers but constitute
vital areas’ of 1nterest if. tlese ;_ehys:t.cels emot10na1 and intellectual fproducts?:
of ‘human resources development Process are to be as effective, and efficient:
otherwise, however potent the: pby51cal and . mental well belng, the 1nte11ectua1
manipulative skills and affectlve resources might beg all these inputs .into.
developmental efforts wotld be rullified without conducive administrative capaC1ty
and caeablllty as well as adequate and well managed materlals and financial inputs.

2.4  Like other extrectlve sectors where after heavy 1nvestment in flnanc1a1
materials and administrative capacity snd capability, goods and services of all
sorts are extracted to enmhance the good life: human "‘Tesources” development
partlcularly training shouid equally be seén as an extractlve process where .-
financial materials and admlnlnstratlve propensity are invested for the .extraction
of phys1cal and mental well-being, intesllectual, manipulative skllls and. .
mot1vat10na1 resources to enhance the develonment process. .

2.5 Puman Tesources development through its extractlve erocess of educatlon
and training as well as health and nutrition programmes seeks o identify and
nurture these attributes in order to ensure the "employability” and guarantee
the productive use of people in creating their productivity. The attributes are

1/ In éeveloplng thls ergument ‘eXtensive use. has been made of Fanpower Plannlng
For Local Labour Markets by Garth Mangum § David Snedeker Olympus Publishing

‘Company, 1974.

)




ST/ECA/TAMII/ERB/S/8E " -
Page 3

as much tﬁe agent and oh]ect of himar resources development ds they would: ‘dictate
the terms an§, ow ‘sgon ‘the Lagoa Plan of %c*;en is ‘to be 1mpl°mented'at natlonal o
level on’ d’ SPIF reilapt ba51s as ealled For ' o

3. Contextnal framework

3.1 The preceding discussion poes to relnForce the ovenlse that A.rlcan
econonic develo ent such as that called for in the Lagos Plan of ‘Action'is ~
a fﬁnct1on of ‘African’ human ‘resources as well ds- its natufal resoruces endowment,
its cepztalr ¥indncial ‘and procured materlals) investment; and effective - ﬁ‘~“; o
admiflistrative and management capacity’ and capability.: Similarly, and in more-
definitive terns, developrent is a function of intellectual, observable and -
behavioral skill performance, emotional , (affective) phy51caL and mental well--
belng of a’people and the way these are used to deal w1th day to oey problems

that” occ_r;ln the course o¢ 11v1nc

bR s

2.2 1n thls context development i§ taken to mean “the rate at which prohlem
solv1no capac1ty is increasing or decreasing™: in other words, the process
or steps by'whlch p?obiens ‘such-as those to which: the Lagos Plan ©f Action is
addressbd arc”identified; neéds articulated (not imagined or Lorrowed and.
rationalized for internationalization) and translated into other arrahgements to
create a new’ ‘state; and in the process, a learning of how to deal w1th sucb
problem mp e sklllfully in $uture takes nlece 1/ S

_o§_:Frem the’ educatlon and Training peint of view, such erTONEous - &evelopment

indicators ds  fast and ‘huge cars, hlgh—rlse ‘puildings, the V'good ‘Tifer, TiV. etc.
are_excluded, . But empha51s is pleced on the mastery of steps or processes by
which these. symbols are created; i.e. (1) perceptlon of” problems and articulation
of need. ,(11) persistance. of will rewer in aopaylng one's knowleére 1n the
design ‘and development of proCesses and arrangement of systefis to meét ‘these
‘needs; {iii) engaging in responsive managemert anc co- “ordinating activities in
productive use of people, materials and financial mix to ensure the eccompllshmen
of the pre- ~concelived new sLafe, and (1v) monltorlng ‘the- processy evaluetlon of
performance as well as outcome and siubsequently’ deveioplng exigency méasires for
dealing with the prohlem more skillfully in future, It is in this context that
the African *developmen*‘ agents for the implementation of tﬁe Lagos Plan of
~Action in the way it is reconmended must be understood and. sought, '

3.4 The Lapos P an of Actlon wklcF is the Afrlcan stretery for oevelopment
in generel DTOVIdeS the strategy for Human resources development and the:
acqulsltlon of the "development arents’ referred to above. At 1nternat1ona1
level it prov1des a framework for co- ordlnatlon 'of develdpment effort between
‘donor agencies and executing 1nternatlonal ‘and' governméntal agencies. " At national”
level the plan consitutes a basis of" veferenre £or interministerial and,lnter—::fl
agency . co -ordination, It is aframework ‘for collaboration between fiational research,
tralplng and’ consultancy institutions, their parent’ ronvernrvental ECA- and bllateral
technical assistance agencies and their staff respectivély +-all in-the - i
1dent1f1cat10n and development of 1nc10eﬁous "development agents‘ 2/

1/ . - This argument has been developed with reference to Some ImpllcationS‘ef EEMERE
Adaptation Capacity for Organizational and Political Development v Robert P. Blller,
University of California (Berkely) .

2/ i.e, those that will spearhead the increase of African problen 501V1ng capacity:
i.e. capable of identifying African issues and problems articulating needs, designing
and mastering the steps.in problem solving processes for creating development symbols
while learning how to deal more skillfully with future problems.
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~'3;5.-The plan however-constitutes a point of departyre. in reassessing the. ..
status’and effectiveness of tHe training and career development process,- the
quality of the vresent. stock of manrower, the state of their utilization and
their readiness in spearheading “development’ as we now understand it.

4, The Status anc Effectlveness of Tvalnlnf

4.1 Seen in reletlon with tbe meanlpp now ttacheﬁ to development the
region, its human’ resources development programmes and in particular the educatlon
and training with- 1ts career development suh-systems are urderdeveloned for
twenty or more years into 1nrepenéence the region is still unabhle to "learn' Thow .
to deal with an-array of proklems inherited or qcaulreﬁ alonf the way. . Theseﬂ_,__.”
1nc1ude aﬁonﬂ ethers the follow1n0 : PR - o

4, 1 1 Inablllty to assess and deterplne nqtural resource base endowment
and in some ases develop programmes and the will for extraction ‘and
use ef new ones oY for t%e eonservation of thOSe that are known.

4. 1.“' Inablllty to 6951gm and develon processes for the 1dentificat10n B
or extraction of the resources and use. then for. the henexlt of tbe1r
-;fnatlonals . . }

4.1.3 Inablllty te ﬂeveloy and use, leave alone bav1ng conf 1dence 1n
indigencus scientists, technologists, market analysts, entrepreneurs,
: and distributors to ensure sovereignty -over the extraction and use of
athe natural Tesources endowment -and. control over their dlstrlbut1on.

'f~g»:4 1 4 Ipeblllty £ ef”ectlvely and eaually Dart1c1pate in 1nternat10na1 :
--decision making process over. negotiations wizh the conmunity of world
~ of natiomns, as in Lome Conventions;. UMCTAB and, UNI“O fora or in deallng
: w1tb multr-ané transnatlonals.‘rr :

A 1.3 Ina*111ty to Formulate autenomous dec151ons develon and wanage
Qf'-.fautonomous 1nst1tut10ns and publlc enternrlses.ﬁ_, - :

4 1 6 Inablllty te effectlvely deal w1th ]ow proéuct1v1ty and low
sav1ngs cawac1?y . ‘ . S

- 4,1.7 Inability to feed and clothe the hulk of the population and
effect1Ve1y deal w1th”chron1c and other forms oF dlsenses.

4.2 Agaxnst a backgrounﬁ oF d1m1nlsh1ﬂc forelgn exchange ‘Teserve, dependence;
on external material and financial resources as.well as develonment agents, 1creased
socio-cultural and-economic deprivation and 1n51gn1F1cant rate of development: the
.related 1ldck of competence -in dealing with these issues is an indicator of the .
inderdeveloped state of training and career dcvelonmeﬂt sub-system as well as 1ts
unresponsiveness to.these problens. - S :

4.3 A closer 1ook at the tralnlng-aﬁ caroer deve onmont sub- systew '5 status
might explain the point even further. SRR . : :
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4,3,1 Unlike the training and career guidance sub- -systen in the developed
world 1/ most of the countries-:in. the regional lack definitive and
comprehen51ve training and career guidante policy guidelines, related
_preszdentlﬂi orderc and laglslatlve acts or laws,

. 4.3.2° The tralnln" programme - act1v1t1es are as. uneg- ordlnated as they
lack strong adrinistrative pachineries with clear éﬂllneatlon of
‘ _ functions between the adwinistrative, policy guidance and co- -ordination
o level, the advisory professional associations and sectoral/occupational
- group committee levels; .and the executing training institutional levels.
' - . .---+ Hence tralnlnp and career guldance has become an area oF sporadic
: activities and high cost outflow due to comnetltion dunllcatlon, and
thin spread without significant 1mpact.; .

4.3.3 In any case, the ex1st1ng traznlng admlqlstratlon machlnerles
suffer from the lack of clear vision of their role and functional relation-
ships with the executing training institutioms professional and sectoral/
_occupational interest groups.. At worst they lack corpetent staff with
professional orientation and commimment~to their function as training
- and staff development officers. :Their function is not often spelt out
in definitive and comprehensive job ‘descriptions, _hence .the few who are
available are often deploye& in other functions unrelated to the task
of. tra1n1ng ‘and career guidance. . While they lack pro 6551ona1 cohe51on,
they suffer-from lack of identify as-a cadre. S

~+4.3,4. Funding which is always derived from subventions from national
. treasuries is-not always enough and whenever there are cuts. in.the budget,
. the allocatlon on tralnlng and gu1dance is often the startinﬂ point.
Pt 4.3.5 Traxnlng lnstltutlons wh1ch were' establlsheﬁ to. serVe the respective
‘profe551ona1 fields of practice, seectoral and client agency needs often
operate in isolation of the parent agency needs. . In some cases there is
an open conflict between these institutions and their parent/client
.- -agenicies.as they seek to cut off:the ambilical: cord in.search. of autonomy.
T Under the circumstances, they are as unflexible.as they are unresponsive
‘to their cllent agencies' needs: . neither are:.they able:toi link their
research, training and consultancy activitiesiwith the. identification of
day ‘to day operational discrepancies, They do not train to develop new
ways of dealing with the dlSCIG“&BCleS and engagé. in consultarcy
. activities to instal in their resPGCtive parent: agencies the new ways
. and mears resultlng from their research and subsequent tra&nlnn activities.

b 3 6 Whlle thelr programmes h?ve Heen as’ corservatlve and unrespon51ve
' to_the complexities of the :changing processes.and technology im the world
of ‘'work, instructional methods have  encouraged:conformity and dependency
as ‘well as discouraging lateral and divergent and problem solving thought
process and apnroaches The institutions: teachlngllearplnﬂ life hLas not
been lirked to’ the working patterns in the world of - work,.neltber has S

theory been ‘effectively linked with pracrlce. : ~ : -

1/ For example (1) the Canadian Staff Tralnlnr Pollcy approved in- June lo“ﬂ

{ii) The British policy given expression the the Employment and Tralnlnﬂ Act, 1073
and the American Public Law £5-107, 85th Congress, & 385 July 7, 1958 Act c1teé as
Government Emplovees® Training Act as well as the Statute and Executive Order,
Chapter 41 of title 5. :
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4.4

4,3.7"Thé-irrelevance of ¢ rogrammes is accertuated by - lack of Televant

- inventory of needs which emahates fror lack of periodic and-systematic
‘survey of performance discrepancies and identification of training needs

within all sectors and ogcupations conseduently . trainee Selection
process is as unco-ordinated as it lacks definitive selection criteria

developed from a clear vision of what Lralnlny and occuﬂatlopal guidance
- will éo. ’ : : : ‘

4.3.5 GccuﬁationaT"testinﬁ as a means. of 1ndent1fy1ng 1ndlv1dual potential

‘is as rudimentry as it is unakle toguide and counsel individuals on the

basis of ‘empirical data. While the development of guidance and counselling
service is in infant sfages, its full developmént is constrained by lack
of relevant staff, instruments and case materials. Hence the waste in
drop out and out—push Lrom the sub-system. '

43,9 The exam1nat10n, certlklcatzon and accredltatlon for nractlce lacks
clear cut national standards and norms; it is as epnndent on external

and metropolitan country standards as it often encourages “exclussiveness”
of a few who use the excuse of meintairing standards to protect their .

monopoly in the related professional practice. -One is appalled by

- elements of “humiliation! when after one's university achievement of the

Highest available decree, one is sent to a junior institution for another
"-study towards accreditation for practlce. - Ho wonder the reglon is

critically short of accountants and company secretaries, etc.

14 3.10 There is no effective system for assistance it quick adjustment
‘to job situations after training; and in. some cases, people have come

back only to find themselves uhwanted or sometimes denloyed in areas
that have no bearing on the content of their training. Be51ées costing
the region a high priceless dollar value in reverse transf fer™ of technology

- and Brain drain, ‘it is a waste nf human resources in vhlch so much

has been 1nvested

4.3.11 Most tra1n1ng programmes though adequately catering for intellectual,
manipulatory and attitudinal/affective skills base, have not catered for

" physical and mental ‘hygiene; and hence the mental and pby51ca1 stresses

and- stralns, and in some cases, the real threat of ObBSIty.A- '

'4.u.14 Ava11ab1e 1nterna1 and externally mob111zed financial and

institutional resources have not been judiciously used - and maximized
to ensure the training of personmel in areas that are not locally catered
for, or for those who cannot afford to pay by themselves. This fellowships

: 0peration'1acks'qualified staff, definitive policy guidance: it is

as co-ordinated as ‘it la¢ks anﬂerstandlnp of nature scope and functions

- content of- fellowshlps admlnlstratlon.

Fromtthe Foregomg constralnts, it does appear that an effectlve training

and career guidance sub-systems 15 2 function of an ef ectlve 1n¢rastructure
incorporating the Followxng ' : i i

4.4.1 Definitive and corprehensive training and career ﬂulcapce 9011c1es

backed by approprlate 1eplslat1ve acts ané laws

¥
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4.4.2 Central training and career guidance administrative and co-ordinating
+machinery with respective sectoral/ministerial units’ with their respective
- executing training institutions: which.-are acoredited and certified to
~engage. in training; both of which are linked witl the related advisory
. bodies made up of represpntatlve from'cllent sectoral and Job vroups of
”employers erployees and government. T : 3 B

4.4.3 Adequate flnanc1a1 and 1nstruct10na; materlals Tesources derlved
. - from training.levies and other measures: from contributions. ﬁrom all
- partles when beneFlt from the tralnlng functlon.. SN i

,f4 4.4 Tralnlng pregramme wbose currlculum relevance 1s enhancnd by
:perlodically determined performance. dlscrepancy surveys: and related:
training needs in.each of the sectors’dnd the respective-job- Lroup»z‘
catggor1e5° and . ih the:course oF.lns:ructlon,,theory and practice training
-institutional activities . and work:patterns as well .as: experiences ar¥e
interlinked.with' strategies and methods which draw from:the- experlepces
“rln the surroundlng centres oE 50010 economlc. R nH;” R

4 4 5 A cadre oF staff W1th relevant competence,profe551ona1 orlentatlon
and coha510n as well as mot1vated by thelr inner standar&s of excellence.

‘a4 ﬂ 6 Locallzed—examlnlng and ”member 1nstitut10nal mach1nery for":
certifying and accreditation for practice: ' both. of which should: derlve
their strength from artlculated stanuards and norm of accevt"hle
~perEbrmance.- ;‘ : : e s

é 5 Unfertunately, tbe exnectatlon that the educatlonal nrocess would redress
these constraints and see to "development™ in the foregoing factors Temains
unfulfilled. All the more when seen against the continued waste through educational

»u;“out-push‘ drop-out;: dnd M'through-puts' 1/ who have.no vocational and problem solving

orientation. - Besides; edusatlonal process is.constrained by its inability to balance
the quality o“ educat10na1 facilities between rural and urban centres as well as

« .. the inability to.meet the Tising demands for its-sérvice in accordlng accessibility

to educational. oppertunities to all sections-of the commumnity r¢ With the training
and career guidance system that could have filled this g gap still beset with its
own internal problems, .the unpreparedness of the region ito’ 1mp1ment the Lagos Plan
.of Action as reouxred at natlonal level and on a self-rellant bas1s 1s even more
evident. : K ; : :

5. C0n516erat10n for New Dlrectlon

5 1 An attemrt at manzng out the course events for new dlrectlons in the
development of “development agents’’ whe can deal with the foregoing constraints
- must start by spelling out the .functional role relationship between the education
and training sub-systems., It must also restate the mission and objectives of the
latter, thereafter deseribe what.it- does as-a basis for (i) emriching related policy
ﬂuldellnes and dellneatlon of functions between the admlnlstratlve executlng and

1/ " For the purpose of this paper"”out push? are ‘those who the system nusbes out
even though despite their respective weaknesses and strengths they shall want to
continue; drop -out' are those who opt out of the system hy their owr volition or
concurence; “‘through-puts” are those that come out of the system but would have no
impact due to irrelevance of what they acquired, or discrepancies within the system,
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’1faév1sory level clusters and thelr resnective tnits or sectlons, (11) developing
appropriate accreditdtion criteria- for éeternlnlrg what 1nst1tut10n ‘is to engage
din-training, :the respective purposes, 61 which they are ‘training and the type of

»-training programmes and strategy they will engajgeé in, and (111) formilating appropriate

trainee selection criteria for determining who $hall train, for what purpose, the
klnd of procramne to fbllow and the related 1nst1tut10n to go to.

5 2 Brlefly, the process of educatlon is ccncerned with Yroad long range
mission of enculturating the citizenry whereby the concern is with concepts and
rules formations, knowledge acquisition for there and then; its emphasis is on
whats,;whys and wherefores of knowledge: concepts ‘and rules.. On the other hand
training is concerned with specific short- tern mission of acquiring the hows of
job:income earning activities here and now. All the more for the application of

.-~ the concepts and rules in dealing with problems of dlsequlilhrlum and discrepancies
which occur wherever=neep1e are-engaged in and are being used 1n'”product1ve"
activities -for creating ‘‘productivity” of nations and ehhancing income generation
for "development™ as defined earlier on, or creation of development sywbols such
as building bridpges, schools and hospitals for enhancing the sood life of individuals
and.the nation as a whole. Lo - o .

e e :
5 3 In thls resnect training is sunposed to. enhance product1v1ty in the course
of a "probklem solving™ effort and generally ralse the stan&arﬂs of performawce in

- the course o{ development process by -

PPN

5, 3 1 Fac111tat1ng the accomﬂllshment of Egg_skllls and SCQUlSltlon of
related new knowledge, attitudinal base and better or new measures for
..~ dealing with- situations that. mlght endanger ones nhy51ca1 and mental
i wWell belng : :

g S 3 2 Fac111tat1ng the updat1ng of these attrlbutes in relation to changes
- of env1ronments, procedures as’ well ae technologlcal processes.i '

" 5.3, 3 @efresh1n? and Fac111tat1ng tbe rec111 of anyone of the resou:ces
.prev1ously learnt but forgotten due to dlsuse orhwong denloYment. '

5. 3 4. Broadenlng the operatlonal 5cone oF an “individual who may have
been operating at a lower level 'in-a marrow operation but now requlres
to operate at a higher level in a much broader scope as is the ‘case in
promotion, reassignment, or new career departure. e
5.3%3.5 Fac111tat1ng spec1a117at10n in a g1Ven area w1th1n and From a bread
base. :
5%, é- Fac111£at1ﬂy tLe prbfe551onallzat10n of generallsts and” generallzatlon
-of specialists and.professionals as in the change from technocratic ‘
functlens to" Ianagement functlons though not’ the other way round,
S 4 Tralnlng can then e seen to re-orient or sharpen; if not facalltafeqa
recall of the 1nte11ectua1 emot1onal and. manipulatory sk111 resources -as-to

prehare one for._r'
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5.4.1 New job 51tuat10ps arlslng from 1n1t1a1 1ntakes 1nto a:jok, or

: promotloﬁ._

5.4.2 Enbanc1ng productivity at the same level or.in a new assignment

"‘at the same 1eve1 but in a dlf?erent Job operations, . .

o

4 4 Panallpg new toolss u51pg new technlaues anc process ?nﬁ dealing
w1th novel situnations.

‘In this respect, the mission and goal of training and careér guidance

would ‘thetefore appear to be as fblioWs:

5.5.1 To ensure the availability of skilled, physically and mentally

‘sound ‘individuals for deployment as and wh ieri reaulred w1th1n .centres of
‘Soc1o—ecorom1c act1v1ty .

'5.5.2 'To uﬂdate and | enhance the performance anﬁ productlve canablllty
=of those in emvloyment elt wer for self or others

5.5.3 To identify those with potential and facilitaté'théif career

cho1re and sunsequent éevelonmert to the nlphegt30551 >le extent.

-5 5 4 To ehsure the avallablllty of annroprlate 1nfrastructura1 pelicy
'tgu1aellnes, admlnlstrat;ve macn1nery5.staff1ng competence,. flnanclal
~‘and’ instructional mater als resources'for a cost- effective operation
“of thé function.

5.5.5 To ensure adequate balance between theoretical and practlcal

“ requirements, fFectlve linkage between training 1nst1tut10n5 research,

Soctraining and consultancy activities w1th ‘the narent/cllent agencies
“reduirements of product1ve worklnv behaviour patterns anﬁ new. dlrectlons
"ito enhance thelr socio- economlc act1v1tles.' - :

5 5 6 To develop and maintain a self monitoring system that is capable

of identifying prevailing discrepancies, anticipate future ones and make

'[anpropriate adjustive arrangements 1n response to the changlng requirements
of the ”develonment vrocess”

Ini: con51éeratlon of the foreﬁ°1ng the proposed strateoy for their

“realization is to be the basis for the development of policy.guidelines
- related to staffing, fundlng and admlnlstratlve capaclty and capability
‘oinfrastructure 1/ . o _ e Lo

S 6 Pn develonlng related policy gu16911nes and meaSurpf to glve exnre531on

to the mission and telated. objﬁctlves due con51ﬂerat10n nay be given: to the
following for 1ncornorat10n in 1ts substarceoA ‘ :

1/

This is the basis of the project document on the Develooment of Training

and Employee Career Planning Caprcity and Capability in Africa.
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5.6.1 The importance attached to-human. resources and .its role as a factor
in socio-economic development. New departures and national endeavours
hat would call on new skills and the role of training in their developmeht,

5.6.2 The restated mission and objectives .of the training and career
guidance function; the responsitility for the execution of training at
national, sectoral and ministerial levels: the respective heneficiaries
and how often they will be required to engage in some form of training

- all irrespective of their academic qualification and status on the

operative-top management continuum,

5.6.3 Emphasis to be placed on either internal or external training and

" the circimstances under which external/overseas training will be used

as a stop gap or enrichwent measure.

| 5.6.4 The measures to be taken to ensure that the development of new
- executing trainins institutions is in relation with the nations' financial

capacity to develop and maintain them, and that only those that meet
given standards will he certified ancd accredited for enpgaging in training

~and career guidance function: and how. their research, training and

consultancy functions wiil be Iinked to dealing with technical and
mapagement problems of their”parent/client_agencies;

'5.6.5 Measurés to be taken and procedures to be followed to ensure

cost-effectiveness of training programmes and that their content

‘Televance is derived from periodic sectoral performance discrepancy

§urveys}aﬁd subgequent1y$identified needs;. and that the various agents
that will carry this out have been advised of the strategies and freguency
of doing so. '

5.6.6 Steps to he considered and procedures to be followed in ensuring

““‘that the use of instructional methads for nurturing lateral, divergent

and problem solving thought processes is encouraged; and - strategies

“’that link theory and practice as well as institutional life to the

work Behaviour patterns and processes, technology and operaticnal
problems are used. :

5.6.7  Measure5ftb be taken to ensure effective administration and

‘co-crdination of training and career, guidance function: with the

establishment of central administrative machinery, professional groupings,
and their sectoral units; specification and broad mission of the central
and sectoral clusters as well as the functional relationship between

them $pelt. out with 1inkagefre1ationship_between_the.central cluster,

the various'advisory-toﬂncils, boards and/or comrittees to be established
for advising. on priorities, specific skill needs and action for executing

training institutions, the sectral/ministerial,training units also

“indicated:’ te'be spelt out also should be the exscuting training -

institutions to be established, how they will be accredited and
certified to engare in training and ensure ouality.
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‘Steps.to be taken to ensure continuous attra

_ ) is attraction, reténtion and -
development:of career. training and staff de elopm

it cadre, its-professional

cohesiveness; identity, and, unified servicé for mobility betweén those

servinguat,exgcuting.txaining}ins;it@tipﬁsgahéxéﬁq$é'ﬁiﬁﬁi.‘adminiStratiVe“$
central and sectoral ministerial umits and héw their horizontal and”™ ™ ° -

vertical mokility within ministries, centres 6f socio-aconomic activity and
i training institutions, technical training/career guidance level to the

top most level gemeral administrative pool would be fostered.

SERE A SRR R i o e T e T T o o L Tt i .
v 5:6.9 How.all. those.making. use. of pational humar “resources’’ Will: contribute

" to-the costs.of its deyelopment and whether options such. as training

. levies, tax.exemptions on training costs, charges for empYoyment of

.. the government official in: arbit:
- puidelines and contractual obligations.

+ to the -maximum possible extent. .~ . 1 . . 7 ‘

-~ -non=natienals, and forégsne,prbd,;xion,time“thrpughisanthchfﬁrbgtammes
. ~as well:as;employee's foregone leisure time for trainingz and ‘part refund
o€ the.money spent by employees on undergoing a pricri mutually ‘agreed
v+ . covzse-of study are considered. . : :

AmEl L em im b e

o5 6010 Heasures to be takénﬁfor‘jéfiﬁﬁiéiré¥iéﬁjéﬁé:éfréhgfhéﬁiﬁg of the

related training andy@mplqygeqégxﬁlqpmen;“policigs_and the respective
legal provisions in the acts, T o e

5.6.11 Measures and steps to he taken tg ensure the development and
maintenance of machinery to (i) monitor the implementation 'of policy
nrovisions, the respective mechanism to ensure proper interprétation,
execution and acherence tc¢ the gqligy“ggidglines,and the legal provisions;
(ii) anticipate future constraints and initiate Teviews for’thé development
of appropriate remedial policy and legal guidelines.” = 0

5.6.12 Measures and steps of how milti- and transnationals'’will facilitate
the training system's mission of effective transfer of technologys i.e.

the requirement for contractual arrangements between the expert, the
counterpart, and the official monitoring the arranpgements to. ensure that
each party adheres to the obligations: i.e. the expert in designing and

e of study for transfer of expertise and
tration ii case of violation of policy

wdeveloping a phased schedule of trainin activities, the counterpart in
P P ! raining activicies, | _

deligently following.the. cours

PR

. 5.+6.13 Measures to énsﬁréffheAéeiégfidnfd£ the;:ight péop1e1fcr an’

appropriateﬁgoumsgg,and}that1iﬁ_thgfcourse]dfith¢ir study/training,
contact is maintained with them for informing them of hew develophents

in stheir-jobk; the required adjustments in the course or other areas

to be looked. into; and that .on return they are effectively and appropriately

- -ideployedi e

.r5}63l4“M¢aSures and machinery for determining the innate potential of

individuals, identifying their strengths and weaknesses and assisting them
in chocsing 2 .career  therveafter guiding and_counseling them to develon

B ]
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5.7 .The efficiency .and effectiveness in training pelicy implementation is -
depended. upon. the: adm1n1strat1ve structure as well as nfocecural “interaction
between the-.central administrative ‘bolicy guldance cluster the respective
professional:and sectoral adv1sory clyster and the executlng institutions. - For
this reason; due. consideration’ .may be’ glven to the followlng'requ1remevts and
admlnlﬁtratlve, adV1sory and executlng clustexs., :

5.7.1 {1) Pdmlnlstratlve ]evel D 'f” ' . AdV1sorv 1eVF1
weofpeep e RequiTement . for a central machinery which may be Con31deratlon nay be
2 ministry i/.-.say of Manpower Development with given to a representative
units 1n.other mlnlsterlal and sectoral centres board, -made - up of, among
,_of suc1o~eponnm1c actlvlty The ﬂepa*tmental . others, sectoral commitike
- delinéation of, fhnctlons in tbe mlnlstry mlght chairmen, and professioni
- be. along ‘the: follow1ng - , . ‘proup aseociations: etec,
o CT '”"'_' " to advise on natiomal/
- Occupational testing, guidance 2/, trainee = ¢ cross-sector#l- needs,
evxafqllow-un and tralnlnv statlstlcs unlt- B set priorities and

i o f"allocate resources.

Tralnlny programme cperatlons, admlnlstratlon o '
and pollcy guidance unit. o
;\esearch plannlng and prouramme development
andt. . .

- .'.

3
ﬁﬁ

g

-Exanlnatlon 1nspec;;on certlflcatlon and
accreditation unlt._;,h

S |

. Organizatidnal_deyg}oymgntmunit.

S1

'Tréiﬁing fund_mahagémqﬁ; unit.

A B

Manpower plannlng

(11) AdV1sory 1eve1 For profe551ona3 and - 'Con51derat10n need to

-”sectoral needs  input: calls for establlshlng uanlng _he given to Sectoral/
units in each of the substantlve m1n1str1es, and” ministerial committees
centres of socio-economic activity. It would alse °© or councils to advise on

require each centre of socio-economic activity and needs and priorities
ministry- to_establish related adV1sory professional within the ministry or
~J'pannels™ and sectoral ogcupatlonal proup commlttees sector.
A fy o . i T U _ T
P T L _;}w“_ o - To assist in and
- S ' ' participate in training
programme -design and
. , o setting related training
b i ?_,_f;_ | S f;:_ . ': Tshécifications.

1/ The component unlts w1th1n this Mlnlstry may ‘also dependlng the'nagnltude

of functions and needs may be replecated in other minist¥ies, and centres of socio-
“econvimic activity: thus enabling the Ministry to establish a strong 11ﬂkase with
other ministries and centres of socio-economic activity.

2/ This unit may need to establish a strong functional linkage relationship with
similar services in ministries of education labour and social services.




. ST/ECA/PAMY/HRP/8/81

Pape 13
5.7.2 The Executing level, made up of all Adv1sory 1evel
--prlvately and publicly owned training IR
, institutions: which would be regarded as . . . Con51derat10p need to be
national assets in the process of human .. given to representatlve
. resource development: conseq1ent1y the need boards made up of sectoral
"for their being repularly inspected, certified . ‘committee chairmen, related
and accredited for engaging in any form of employers, employees and
. tra191ng°w1th those that are found te be representative of interested
‘ wanting being strengthened with financial ministries: e.g. Parent
. resources derived from the Training levy ministry, education and
~ and other options. some professional group.

Con51derat10n may be given to developlng

and overating specialized 1nst1tut10ns for eac
nrof3551on or occupation sector, or else an
amalgam of . related job groups or.professions
within a sector may he: considered: . this, whlle
medlcal tralnlng centres/colleﬁes would seTV1ce
Ministry of Health and Agricultural Colle?es
would service Ministry of Agriculture’s
profess1ona1 requirements with their other .
support staff skill reguirements being done ay
“institutions specializing in these areas, but
‘with orlentatlon ‘done W1th1n '

5 e’ The content and relevance of training programmes as well as its scone
“and coverage of 211 sectors, . the related centres of socio-economic activities
. and the requlreﬂ skills ipherent in the fields of practice are a function of
regular 1ntreract10n between the administrative advisory and executing levels;
all the more in undertaking periodic perFormance dlscrenancy surveys by sectors,
“and occurations therein, determining related training needs, collaborating in the
design and development of related programme content as well as in monitoring
and determining emergent constraints; thereafter adjusting the programae in
response to the changing technology ané job processes therein.

5.8.1 The establls}*ment of such an interazction and the related collaboration
.-in the development of relevant training programmes recuire, the
M”establlshment ‘of (i) National Advisory Board for Manpower development
_.and Utilization; (ii) professionally oriented councils with related
_ pannels in specific field of practice and (iii) sectoral committees within

‘each area of socio-economic activity.

5.8.2 While the sectoral advisory committees will he representative
and serviced by the respective training/staff development officers in
each of these units, the professional panels within the professional
councils would also be renresentative and serviced by the respective
executing training institutions and the- training/staff developﬂent

- officials within the specialized ministries sectoral centres of socio- =
economic act1v1ty The Board which could derive its membership from-
professional councils and sectoral committee chairmen would be serviced
by the Permanent Secretary, Ministry of Manpower Flanning and Development,
suggestive advisory cluster at each level 15 11nPed to the Mlnlstry
as follows: : : : -
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ADMINISTRATIVE AND COORDINATING

ProfessionalfFields of

National Tevel Sectoral and Ministerial

N Practice Level - .Centres. of Social/Economic
S 2 o ' 3 T Actlylty Lgvel
Representative . Representative Professional. - = Representative Advisory
Advisory Board Advisory Councils ;< fu:' .- ! Committees in Socio-
i eg oeg | b f'_ economic Centres of
A A ‘ R L Activity g,

Aﬁrlculture apd allied
activities

Air and road transport

" and tourism

¥ _ Splnnlng and weaving
(i} Manapement develorment - Clay and allied products
advisory council:-® - - . Glass and allled products

" Clothing and allied processes
Chemical and allied processes

(ii) Advisory council- for'the :
' Constructlon and allied

development of related

-@;ﬂﬁzﬁ“

professionals activities
Cotton and allied process
W Medical panel activities '
Legal education panel” Distributive
National adv1sory . Educational practlce panel " ‘Frergy and allied rescurces
board for manpowerk*-_ Training and career- ‘ _Engineering and allied

activities
Feod beverages and allied

development and

‘ £ development paenel
utilization 4 '

A (iii) Advisory council for . . processes and activities
' B ;téachfﬂfffraining Fbotwaa“/}eather/caHVas'and
I : R " agllied procgsses aﬂt1v1t1es
- (iv) 'Englneer1n9 and Tecbpaloglcal "~ Potel znd caterlng o
develonment counc11 7R -Enternreneurlal ‘and. co-
. -0 ) f’/ : ) oneratlve 8(.‘.‘!: l‘\fltles
(V) Clerlcal and secretarlal . Iron’ and” Stﬁel

-tralnlnﬂ counC11 - Laee and net ﬂ'f
. o © 7t Local governmént

{(vi) Agrlculture, co-operative .. Water resource development
and rural development - = i ‘Navy
advisory council S | Paper and allied products
: A ' © " Printing and publishing

it Timber and alliéd processes
: - prochts and ‘activities
Medical nractice
Veterlnary practice
L *Legal practice
; S . : R ‘rducatlonal practice

\wl. SRRRUIES o ;-“- R R ': e _:[,

zgzoiézguiizz1ng<e“———~me>,TTalnlng programnema_m_m;;aﬁyfTralﬂlrg “eed ;Lcntlflcatlor
allocation level ‘ deVe;opmetF 1¢ve1 o lﬂvel R
.\" ‘ . -: ..‘..-:. V..:A" :--!7_“;'= i V . , . o -%

v

Training institutions executing the respective programmes designed
by professional advisory councils and as sponsored
by occupational committee grours
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5.3.3 The establlsbment of thﬂ res ectlve commzttees on each oﬁ’~ the

centres of socio-economic actlyltles is dependent upon the prevalence,

intensity and ﬂa?n1tuﬁa of the. res*ect1ve skill flow. Conseauently

the preceding listing is more of an exampie than an indication of what
5...is and shouid be.  Bach country gou 3 develnp its own nonenclature and
1f23reas of'cnmmlttee enp ha51s._

Exerutlng iraxnlnﬂ 1nst15ut10n bulldlnﬂ is equally relaten to the skllls
demand as ‘well as.nation's capacity to fully onarate and optimize the LSB oF thelr
capac1ty to the fullest withowt sacr?“'“ing;qualixyﬂ_,unlie 50me 1n511tat1ons are.
expensive to bhuild and Tuv - esvec1ally those requiring iechnlral equlnment 1nnut
~ others are relatively c!eaﬂbr Becasue of these $actors, training 1nst1tut10n
hku;ldlng veeds te he. regulated as LHnse tnat come into, belnc neeﬁ to be. re ularly
h d For ﬁalntenance cf aua¢1ta§1ve standarﬁs of 1nstruct10n aqd materlal

]

”5:9-;* 'Thése . 1n¢t1tut10ns are, in, eFfect the executlng arm of. the Sy

respective pro‘essvonal nhhels within the respective advisory councils

§nd the sectora;/occunatlon_wrour committees, charged with 51111 development

. ip, the occxﬂqtlmns and, professions, In thls connectlon duen con51derat10n

' may he "1ver to. 1nt@rratex technlca] and. Hebav1oural 511115 develonrent

\gf managﬂneqt ang,tecbnlcal 511115 Pelng ceveloped in one 1nst1tutlop

..0F. specialized programme uct1v1tles as. agrlcultural ané teacher e&ucatlon
1nst1tutlons w1th %he1r respectlve ﬂaDPIS ‘operating. sevarately ; B

'5,9.2~ If the bulldlnv o: separate svec1allzeﬁ 1nst1tut10ns 1s adoPted
then the 'institutions will need to cater for’ all levels, beV1nn1ng with'
the (i) orientation of the orderlies and support staff who may not have
the Jprofessional training related to the practice prevailing in the
centres of soc1o ecmnonlc actlv Ty, . orp?nlvatxops or public institutions

'where they are employed, (ii)- tralﬂlnv and developmnt of_wﬂeéle ievel
support staff; (iii) training of high-level prof fessional staff., In any
- case, the peeé is for pr09r3551ve linkage relationships of.programmes

AR s & say *ror v1llave noly*eclnlcs to hlgﬁer technlcal and vocatlonal
Lo tralnlny centres as colleges of technolory, seccndary techn1ca1 schools,
7 national nolytecnnxcs and the faculty of, engineering ‘at’ ﬁlver51ty
1evel as’in the case GJ vocarlonal/fechniha1 anﬂ enplnee ing tralrln
Thls w111 not on1v Pnsure tnat those verﬁnrnlng We 1fat v1llawe
polytechnlcs could ro on to hlﬂher ‘technicdal and vocat:ona‘ tralnlng
centres and through higher rational ol lytéchrics on to ‘the university
... Without experiencing a dead-end at any one ot the 1nst1tut10ns.

B ,.J.S Slmllar arrangerents coulﬁ he ;rleﬂ 1q tke fleld oF agrlculture j]

and’ Hehav1oura1 Science based 1nst1?ut1@ns ,Froﬂ folk 1nst1tut10ns, j__,-

dlstrlct tralnlnf centres, to 'Farmer 1n5t1tutes colleaes and on to _,‘Q_
relate6 eacultles in the bnlver51ty : SRR

5.@.4 "n_the final apa&y51s needless to emrhaSIZe tbe 901nt that .
.all tralnlnv 1nst1tut10ns ke they nrlvate or ﬂukllc, rural or - ur‘an '
“should be saen as na tlonal assets for’ human Tresource deveiopment._
conseouen*ly they need to be Lent under nerlodlc survailance, ﬂuldance

and inspected for accreditation and certlﬁled for practice in servicing




ST/ECA/PAMM/ERP/8/21
Page 16 T

the needs of the various professional council panels, sectora*/occupat1onal
group advisory cokmittees, the National Adv1sory Board for Manpower
development and ut11121t10n, parent/client ministries or arganlzatlons,
and the mlnlstry of Menpower Deveiewment. '

5,10 The vallélty of training programmes can be- determined by the established
process of examination, certifying and accreditation for professional practlce' in
sofar as such 4 process can assist in predicting the change that takes nlace in
the individual, his/her organlzatlon and_the country as .a'vhole. The e$fect1veness
of the process is a function of the relatzonehlp Dhetween the government - (with' @ i
the  various advisory boards, councils and committeces), consumers of trained.” " f
manpower (employers), professional associations and acerediting ("mérber’,
"institute” or “eoliege”) bodies which certify for practice and the respective.
training institutions in so far as they are all clear of the established performance
standards and norms in the training and examining process as with job performance,-
specifications and national “development” issues. (This stages was the subject of.
discussions and was given expression during regional conferences on localization
of prefessional tralnlnq’*examinations and oua11ilcat10pt 4 See Appen€1x I).

511 Culdance and counselling for career choice and dev leprent for sustained
nrodurt1v1ty is a function of ecffective occupational testlnv and measurement - which
helps in theé determination of potentlal and desabilities and serves as the basis for
educational as well as occupational guidance and’ counselllﬂg towards choosing subjects
of study. “This choice is made in relation to one's intellectial and affective
abilities, avallability of “institutional" prograpme for study in the field, a vocation
or job and employment opportunxtles and one's psychomotor vhysical well-being,
psychologlcal (mental) balance and’ ablllty to recall and apply the 1nnate 1nte11ectua1
ablllfles to job 51tuat10ns. '

5.11.1 The need fer effective and FFlClent ‘prograrme development in
the area of eeucatlon and occupat1ona1 ﬂuldance neeﬁ not therefore
be overstateé )

5.11.2 "ﬁeitﬁer is there need to overstate the case for trained education
" “and career guidance personncl, the reiated policy and administrative
“infrastruéture for eff fectively oberating the occupational ‘testing and
“suidance antl cou155111n¢ vrogramme: 2all of'which have been given
"detalled expression' in annex 11 and ‘in the course of the third
‘biennial conférance on training development - a° *enort of whlcb has
been tabled as backs round materlal
4.12 ‘The staffing of thé training and career development function reguires a
taff1ng pattern and structure that provides for unlformltv of service between those
serving as sectoral or ministerial tralnlnﬁ/staf development offlcers, those at
the base -ministry and those teaching in training institutions. -Such as ‘uniformity
of service should provide for’ mob111ty bétween the training 1nst1tet1ona1 lecturers
with the related parent ministry or agencies in-centres of socio-economic activity.
The mobility should he such that from a2 point at the bottom, the individual
could rise cris-crossing in between and up to a profe551onal director or principal
of a 1raln1ng institution. From this polnt arrangerents could bie: ﬁade For them
to enter the top level admlnlstratlve class. :
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5.12.1 The function and rcle of the respective staff should be based
on definitive job descrlntlons derived from the now widely acknowledge
major” fonctions: 1/ ive. (1) agmlnlstrator of training programmes;-
(ii) manager o training operations; (iii) imstructor and facilitator
of the teaching/learning process; (iv) emplovee guidance counsellor;
snd: (v} organizational consultant. ' In'each of these functions are

t attached the following specific tasksy 0 e o o TamT

+5,12:1(1) ' Consliltancy functions and toles:’

- mnegotiating with client/parent aﬂenc1es to determlne the nature and
-l scopeiof consultantyefforty :

- undertaking performance analysis to Uather 1nfnrmat10n on organlzatlonal
oo mission, goals,’ work processes, nrocedures, rules and regulations for
deterrlnlng areas of 815equ111br1um

- 1dent1fy1ng the nature, scope and dlmen51ons of performance problems
and clarifying:them with: managementy Lt '

“rzt develondng andfor selecting alterhative strategies for 'dealing with
the problem and preparing briefs on consequences and traln1ng/F1nanc1al
clgdministrative 1nn11cat10ns to each of" the 0nt10n5' '

- guiding ornan1zat10nc in the appllcatlon of selected methods and
“nininoovgechniques. in handlihg the problems. =

% 12 1(11) Uanagenent functlons anu roles

eyt

- 1n1t1at1ng action in the reV1ew/formu1at10n of tra1n1ng p011C1es and
providing inputs in " the interpretation or formulation of new ones for
implementation;

- determining annual requlrewents for personnel materlals avd f1nanc1a1
o andiBudoet . astwell as contrelln thelr uses ' S

- developing training sneC1f1cat10ns and criteria for 1nst1tut10na1
accreditation and’ certification to engage in’ training; -

-4*'deteTm1n1ng tralnivc 1mp110at10ns of manpower Dlans9
- setting prlorltles and obgect1VeS'

'%:-fdevelonlng and élssem1nat1ng Hu1de11nes for e”f&ct1Ve 1mp1ementat10n
of training programmes; :

- providing technical gulgance to. training programme staff; -
- ‘aSSGSSing,ihe extent to which tfainiﬁg'programmes neet their objectives.

, .

1/ Extensive use and reference has been made to The employee develonment specialist
curriculum plan, US Civil Service Commission, Bureau of Training, 197¢.
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5;12;1(iii)- Administrative. functlons.

5.

scheduilng and co ordlnatlnf the use and malntenance of tralnlnc
Lac111t1e5' . . "

schedullng the nrocurement, preparatlon and dellvery of tralnlng
materials, equipment and other resources: r :

identifying and malntaln1ng 1lst and llalson of training institutions
and other Fac*lltlesv

yroce531ng tralnlng programme requests znnounc1ng and process:n.nU
requests/appllcat1ons

nrov101n9/expla1n1nﬂ reaulreé tralnlng guldellnes and procedures,
develonlng and malntalnlng up -to- date tralnlng records and.stat1stics.

12 1(1v) Guidance ané counselllng Functlons and roles.

develoning or selectlnn anpronrlate occupatlonal tests and-instruments:

collectlng and - ana1y51nﬁ apvroyrlate data and deternlnlng employee
potential and subsequent guidance needs:

prOV1d1ng 1n,orrat10n to emnloyee/supeTV1sors on alternative tralnlnﬂ
and job opportunities;

determlnlng trends and 1nd1cat1n0 nPeds for organlzatlonal attention;

,conductlng auldance and counselllnf se551ons.,

5.12.1{(v) Instructional functions and roles:

conducting population and. task analfsis'énd AQteﬁmining knowledge,
"skills and attitudinal requirements;

developing learning objectives and their related sequences; .

establishing a hasis for subjectmatter linkage with job requirements
and seaquences of respective core and supporting arveas;

selecting and using 1nszruct10na1 methodq and medla
strategies for linking theory. and practlce as well as 1nst1tut10na1
and work environment's act1V1L1es"

develoning a-criteria for trainee selection;

instructing individuals/groups in fields/subject of expertise;

- ¢ollecting and processing feedback from training experience and

modlfylﬂg/adJustlnﬁ training exner1eﬂces as appropriate,
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5. lh.2 The development of bhe caorés;cenjetehee in each of the major
functions’ involives undercaking task waaiysis- for each of the major
functions and :activities as & basisefon the dotermination of the respective
competences. “Their: develonment cotrld -be over a givén period for
mastery in one function prlor to unﬁertak1ng tne next functlon.
5. 12 3 The ﬁenloyment of thls cadre couLd be- elong the nattern followed
in some countries whereby they are centraiiy recruited and deployed
-._,as of personnel :and finance - 6fficers who a¥e app01nted by central
. personnel -ageéncy and audltor—genera1 and” respect1Ve1y deployed ‘in ‘other
. ministries.  .Otherwise each cf the ministries- and organizations- Wwithin
centres of socio-economic activity should be required inder the policy
guidelines to employ and Eenloy thelr own and collaborate w1th the
central mlnlstry : ‘ : :

5 12 4 Th1s neployment should be such that all along the varlous grade
levels, emphasis is nlaced on one of the majo functions (8t the’ lower
level) with dlmlnlahang responsibility in ¢ther functions; and ‘at the
Lo, enpha51s is placed on all functions with delegated respons1bllitles
" for each of the functions to the staff specializing in ‘each of the” -
$unct10ns down tbe line

A T I

5 13 Fundlng derlveé From eharlno of emnloyee development costs hetween the

prlvate and public sectors has been a source of concern. Because of the high investmen

costs- in: humap resources ‘development and the long time taker to show ‘returns
therefrom private: sector organizations and’ governhents. have tended to shy away
from investing heavily in employee developﬂent only to (i) continue 11V1ng with

. -performance:discrepancy symptoms highlighted in paragrapha 4,1 and 4.3 as well as

others like. lateness, waste of materials, failure 0 meet schedules and specified
standards, otherwise..(ii) poach trained persons from thise’ whe train with
governments belng almo t ul ays the lesorc of hs game

.I"

- 5 14 Whenever there have been flnanc1ﬂl cuts™in a11 ﬁreﬂrammes allocations

For tra1n1ng have often been the taipet. In the light of tliese experiences,
consideration would be given to measures Ffor (i) tripartite contributions and sharing
of the cost of training between governments, vrivate soctor and the employees; thus
(ii) ensuring steady flow and avaliablllty of *unaé_{or invéstment in human resources
development function: Consequently, in addition to subv renstions from the treasury,
the f0110w1ng optlons for extra f1nanc1a1 Tesources mdy be con51dered

2 a,l Instltutlon ano operat ion . ef -a: tralnlng 1evy such as the one
'operatlng in Kenya, -  HNigeria, and initidtéd in Hganda, Tanzania and
Malawi and Ghana. The option prev1des for charging employers a given

aﬂpercentage on their payroll: -a pértion o-‘whlch is refunded when (i)

. no.n there is proof of having trained their staf “and., when (ii) such training
o ias been undertaken either in their” apriori approved . in-housé  training

institutions, government owned or other certlfled institutions. The other

portlon is’ retalned to support and enhance the development of training

- infrastructures. such ‘as buying equlemen+ or bLlldng new classrooms,

:-;1aboratnr1es and other fac111t1es. ' . _ TS
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5.14.2 Tax exemption measures such that the amount expended on training
and staff development activities is not subject to incere tax,

. 5,14.3  Imposition of a fee for every qon-nationalzémpioyad'by any
' .2gency: - the fee remains in force until z national under pre-agreed
training schedule is available and effectively takes over,

, The_amount thus collected accrues and is entrusted to an authority
" charged with the receipt,-management and disbursement of the training fund,

: s;IS'NeedleSS'to caution on the various ways organizations use to defeat the
~-intention of the levy, 'While‘organizations such as hotels often pass the levy
to customers, others often discreetly pass it on to employees and buyers of their

services or products.

5.16 Other sources of training resource he it financial or institutional
opportunities are fellowshins and scholarships which in principle are for those
- who excell: in which case the fellowships/scholarships is awarded as a token
of recognizing their excellence. Others are awarded when local facilities do
- pot.exist, and-for those who are found promising but unahble to pay for themselves.
‘In censidering the effective us of fellowships and scholarship facility due
consideration should be put on the following: ; e

£

5.16.1 Intepration of scholarships and fellowships facilities for
‘administration and control by one agency. - S

'5.16.2 Establishment and announcement ‘of definitive conditions and

. critéria of award, thereafter vigorously following the criteria:

5.16.3 Establishment of periodic priority areas of trainin’ and announcing
~same to potential donors as 2 basis for their offers rather than trying
to take on an offer just because it has been made, o

5.16,4 Acknowledging fellowships and scholarships administration as
a specialized function which merits its own policy guidelines, specialized

- staff, and related administrative unit within the overall .national
" training effort. ' o R . o

5.16.5 Developmént"of,sg§§tantive unitsjreiatéd to the following -
‘acknowledged functions of fellowships administration: I

5.16.5(i) Resources mokilization through well prepared project/

programme proposals based ‘on critical -and priority need areas
e ' for urgent skills' development. o C

5.16.5(ii) Development and maintainance of up-to-date
directories of, as well as maintaining continued liaison and
contact with potential donors~aﬁ&‘training institutions and

other uhits engaged in similar “activities: T

5.16.5(iii) Establishment and maintainance of effective educational

and career/occupational guidance and counselling service.
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5.16.5(iv) Maintenance of an up-to-date lnfbrnaflon, data

-base and constant contact w1th those under stufd v~the1r field of
|- ostudy in telation to employment prospects when exnecced to
V'return and how tbey would be Utlllzed -

g, 16 5(v) Establish effectlve 1idison between. -ellows/scholarshlp;
holders and their employers o¥ erosPect1ve employers to minimize
{1) the frequent' reverse transfer of tecknolooy arlslnp ‘from fellows
reluctance to return; {ii} the brain drain and’ WISUSB of” Lralned :
fellows arising from noﬁwass1staﬁce 1n s¢ t*hng 1n a job for whlch

'j-'people were tralnea.

5.16.6 Unlortunately feliowshlps and scﬁolarsblps operatlon ‘have tended ‘fo
- be taken as the only training development function, Consequentlyg wbenever
" organizations have claimed the existence of an administrative machinery,
”For co-ordinating the training fonction, invariably such machlnerles are
=in. eFfect scholarshlpsffellowshlns clesrlng houses.

6. 0perat10na1 strategy

- 6.1 Tbe foregolng problens and constraints were aanowleﬁqed and given expression
in a varlety of resolutions, notably the ECA Conference of Ministers resolution ¢
306 and 318 of the thlrteenth session, the various conferences, nofably the 1974
1977 and 1979 blennlal ‘conference of the Africdn Association for Training and
Development, the various -trainers workshops orﬁanlzed by ECA'since 1969 to date,
Commonweslth Secretarlat ] workshops £6r trainers in Develbpiient Administration
as well ds’those ‘orgdnzed by ILO, WHO, and UNICEF: all in- collaboratlon with
menber State governments, and’ ‘the i"stifutlon building efforts of éstablishing
.and mazntalnlpg svec1ailzed tra1n1ng 1nst1tut10ns on a coilaherative'besis.}/

6.2 Prov151on of resolutlon 318 - (XIII) requlred governﬁents

to (i) accord high priority to the training of nationals; (ii) establish corns
of training and staff development officers and the related (iii) adm1n1strat1ve
machineries to’ ‘promdte ‘and co-ordinate the training function and zbove all (iv)
formulate definitive’ ‘training policiés and related legislative acts and laws and
(v) prévmde for adequate funding: through measures ‘such as the. introduction of
training 1ev1es ?/ in aed1t1on to tﬁe normal subvéntion from the treasury

©6.% thile the Tove towards accoréleg high priority to ‘training is’ manlfested
in the ECA Conference of Ministers® vesolution 389(XV) and the subsequent’ '
1nst1tut10nal machinery to emerge cut of the Conference of Ministers responsible
for ‘human: Tésources planning, develonment and utlllzatlon, the s*rategy for
.1mp1ementat1on of the Tequirements is spelt out in the project document on "THe
DeveloPment of Tralnlng an& Emnloyee Career Plannlﬂv Cagec1ty an& Cana%lllty in .'
Afr1ca - ;

1/ These 1nc:ude the ECA 1n1tlate€ (1) Agrlcan Instltute gor Hlvﬁer Techn cal
Training and Research in NalTOhlg (ii) Graduate Schools of Management and
Interpational Finance based in the University of Hairobi; the University of Ghana,
Legon and others for North and Central LFrancophone) Afrlca"CAFPAP IDFP etc.

2/ Nlperla, énya and Malawi and Tanzanla operate such leV1es only that the
intention has been deféated by employers or organizations that paSS it on to
customers to-pay! The intent and decision for these also exist in Ghana and Ugarda
Qthers - Zanula énd Swaziland operate the fine-tax rebate variation,
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G.4 The nro;ect 6ocument is in effect an attenrt to consolldate the on-going
effort, link. and provide a focal point. of. reference to the various agencies engaged
in training and career development efforts. The on-going efforts include (i) the
19792 AATD training policies review conference which revealed that not withstanding
the: support. accorded to resolution 318, many countries had neither come out with
definitive policies, nor established adnlnlstraulve machinery with corps of
training and staff éevelopment officers and sufficient funding arrangements for

“effective operatlon of a cost eFFect1ve training and career guidance programme,
(ii) the various trainers as well as the career guidance workshopsl/, organized
throught the seventies, (iii) the inaucuration of the African Association for
Training and Development, inspite of which no cohesive and professionally oriented
cadre had emerged for lack of attractive terms and conditions of service,
unattractive salary, and the dead-end aspect of the job: besides, after these
workshops,, many - ‘had gone back to ke deoloyed in areas unrelated to the tralnlng
and. career. puidance ;unct1on, (iv) ECA 1nst1Lut10n bu11d1ﬁg efforts 1nsp1te of which
enthusiastic support for them is yet to emerge, (v) Mational attempts to set up
appropriate machineries for administration and ce-ordination of the training
function. e R

- 6.5 In anticipation of intensiZ? Fication of the foregoing. effbrt the project
document strateny puts emphasis on the establishment of the policy, administrative
machinezy, staffing and data infrastructure; and the need for local leaﬁershxn'
provided by training institutions and the substantive goverrment agency in.
soliciting and co-ordinating the activities and use of inputs from the bllateral
technical assistance agencies and FCA in their efforts to assisting governments
to establish the aforesaid infrastructure by assisting in developing related
policies, establishing the machineries, thereafter training the trainers to man
the machineries and operate the training function, ensure a steady source of funds,
then simultaneously collaborate in periodic ‘sectoral performance discrepancy
surveys and identification of training needs in each of the job groups as a
basis for the d951gn and execution.of aprropriate training programmes.

6 6 'In conc1u51on, it is in the llght of the foregoing operatlonal _
discrepancies manifest at the regional. and natlonal lsvels, within the respectlve
sectors and.their. respect1ve centres of socio-economic activities as well as in -
the human resources. development sectors that the considerations for new dlreotlons
‘have been put forward. These are offered in order to generate some thought
towards enhancing the region's state of preparedness for implementing.the Lagos
Plan of Action in the manner called for .by the Heads. of State. o -

6.7 From a trainers poxnt of v1ew,the nature and scope of human resourcee
development .was _explained with a series of premises and a defznlblon of’ development
put. forward. These were to hlohllght the  multifaceted nature of human Tesources
development programmos and the state of underdevelopment of the region resulting
from the underdevelopment in the training and career guidance function. These
demonstrated the need to accord high priority to training and take definitive = -~
steps to develop the training and career guidance function as to maks it more

1/  These have heen executed by ECA as (i) national trainers workshops, (1i)
training/staff development ofFicers'workshops' and the management and accountancy
teachers course respectively organized in collaboration with participating

African Governments training. institutions, the University of, Hairoki - Institute
.0f. Adult. Studies and the Institute of Development Management in Botswana; an efforts
have been going on to. 1dent1fy COllRDOT@tlﬂF 1nst1tut10n for Prancophone comoonents.
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cost-effective. The steps include the formulation of definitive training policies,
establishment of related administrative machineries to promote and co-ordinate
productive efforts within the training function, establishmwent of a staff cadre
and trainine them to effectively operate the training and career nlapning function;
and examining other funding options such as levies to ensure (i) equitable sharing
of cost by all those requiring trained manpower, and (ii) steady availability of

funds for training of nersonnel.

¢.8 It is only after these forgoing training infra-structural arrangements have
been established that = systematic approach to training development can be
undertaken. Such an. approach must of necessity start by (i) cross~sectoral
activities and occupational group surveys to identify the cuantitative as well
as qualitative performance discrepancies and needs, (ii) design and development
of short and long term programmes in response to the needs, {i11) establishment
of priorities 1/ and objectives, thereafter making necessary instituticnal and

propramme arrangements for the programme execution, and finally continued operational
monitoring for the programme refinement.

6.9 Having realized the weakness in training development infra-structure, it
is proposed that the logical strategy towards the new direction should start
by enhancing the region's training and aareer planning capability and capacity.
Hence the project document that is being takled for discussion and adaptation to
national situation and needs.
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A SUMMARY OF THE REPORT ON THE REGIONAL

- CONFERENCE. ON- LOCALTZATION OF PROFESSIONAL

TRAINING EXAMINATIONS AND QUALIFICATIONS
' IN AFRICAN STATES

1. Background

1.1 The Conference on the process of léealization of professional
training, examinations and qualifications as well as accredltation
and certifylng .for, practlce in Engllshwspeaklng African ‘countries
was held in Addis Ababa from 22 through 30 June 1981. It was the
first conference of ‘this nature to be held in Addis Ababa in o
furtherance of ECA'S ‘promotional activities to member States on
localization process, ..The Conference was called as a follow-up to.
the wvarious act1v1t1es and, consultative advisory missions undertaken
by ECA in a number of selected African countries '

1.2 Well supported by member States5 the Conference was attended
by thirty-six participants from eleven member States of the English-
speaking :eountries who financed their own partlcipatlon. The L
countries included Comoros, Ethiopia, Ghana5 Kenya, Malawi," Nigeria,_
Swaziland Tanzanla9 Uganda, Zambia and Zlmbabwe. L

2. Objectives of the Conference

The objective of the Conference was to review the efforts made
by member States in their institutional arrangements ‘and--policy -
guldelines on localization, accredltatlon and certlficatlon for
profe551onal practlce., , - :

3. Observatlons .and Recommendations_, : P S

The Conference made the following recommendations

- 3.1 On government policies and legislation for localization of
training gqualification and certification, the Conference recommended
that professional associations should play an increased role in
advising on various professional requirements in terms of curriculum
development, examinations, certifications, accreditation and trailning
of various professionals and co-ordinate their efforts through
liaison with government manpower development units in the various
countries.
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3.2 The role of-industry and business in localization: programmes:
The Conference recommended that industries should not only be
encouraged to contribute funds towards training but also provide
opportunities for sandwich training and apprenticeship training of
various professions.

3.3 Research and related educational input: The Conference
recommended that governments of member States should set up research
centreSrtoTwritémbqqksuand_develop,relevantrteaghing,materialg.

‘3.Qk5F6fﬁéﬁioh-of“cénSultahéy“gpgupsf_”Tﬂéfdbﬁféréncg_reéomméﬁdédff{

that professionals engaged -in teaching and: training. should be -

encouraged to farmsconsortium;of~consulting»grbups.who,couldjverj

well opeﬁate"ing“proféssional.centreSﬁ forwaccessibilityiy o

JB@E&?&#&hﬁéﬁéhé& 6f sté5&érdS@hAfrigaﬁ:govérnmehts'iﬁ"'M'“”

eollaboration with relevant professional assoclations and,gtheffﬂg

interested parties should ensure that professional standards are
set:and:ireviewed:as need be in order to reflect local and
international -needs. «:. = . S e

_ 3.6 @o-operation in the localization of srofessional examinations;
certification and accreditation: In -order to.ephance subregional . .
and regional co-opération in various technical and professional ©
fields, the Conference felt that there was need to harmonize
‘qualifications and certification in various flelds.. - - . ... .. "

4. Follow-up Activitles = .

4.1 A:rééiéﬁéliéonféréhéé oﬁﬂlccéliiéﬁidﬁ‘6ffﬁfd£§$§ipnalg;f“éﬁijﬂ
__training, examination and-qualifications,is'being'planned for the =~
" 'Fpenech-speaking African’ countries for 1982.

4.2 Following this, a bilinguaifcdnﬂéPEQEé*OnaiOcaliééfidﬁ:df7
professional training, examination and qualiffications 1s envisaged .
 to be convened in 1983, - A - o
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GUIDANCE AND COUNSELLING SERVICES FOR
CAREER CHOICE AND SOCIAL ADJUSTMENT

Introduotion

Guidance and counselling involves facilltatlng the maklng of :
choices of 'what, how and where to study in relation to one's '
:Lntellectual3 affcctlve and psychomotor abilities as well as the.
available’ bchoollng and future employment Opportunltles. In this
case ‘the process is regarded as educatlonal guidance and counselling
which prevails in indtitutions of learning. Another set of choice _
is in relation to what job to cheoose, the rationale behind the choice
and where to work: this is to be made in relation to one's potential
knowledge and physical match with the job specifications. . This
process is what is often referred to as occupational, followed by -
career guldance and counoelllng as what would prevall An Job 51tuat10ns.

Effective guldance and oounselllnw requlres valid and relldble
test instruments for determinlng one'’s intellectual, affective and
physical potentlal on the basis of which guidance, towards cholces of
what to study with what 'job opportunities in mind can be made.
Besides reliable and valid test instruments, those engaged in
facilitating this process also require a whole range of information
such as study/schooling facilities and the programmes. therein, the
intellectual and affective propen31t1es as well as the phy51cal and
mental state of those they counsel as well as the JOb markets

Though guldance and counselling goes beyond education and
occupational choices, the purpose of this note is to highlight
problems and constraints: related to education and occupational guidance
the latter of whlch is referred to as career guldance ' o

1. Background

The pace of change in developlnv countries has accelﬂrated s
rapidly over the last decade. By contrast, the innate hierarchy of
individual's needs for satisfaction remain relatively constant and -
unexplored: a circumstance which compounds the individual's plight’

- in rapidly changing environment thus making problems of vocational

and schooling adjustment and adaptation to his work, study as well

as schooling environment even more complex. Dhy31cal and psychological
barriers as well as lack of asccess to relevant 1nformat10n further '
limit individual choices of what to study in the course of schooling
and what vocation to take on. These widen the. ‘differéences between
educational qualifications in relatlon to job speciflcatlonss motiVes
and other requlroments ' :

It is not. -enough to help the individual to adjust to the
requlrements of the student/learning community and labour forece.
The occupational testing and counselling role 1s rather to identify -
the potential and facilitate the growth and development of the
person consistent with the potential and the available job
opportunities in the job and schooling world.
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This change in our environment is also seen in institutions of
learning which contain students of every type of social, economic, .
racial and religious background. These institutions are faced with
differences in the mental capacity, social maturity, and interest
patterns of- their Suudents. The problem .is thus beyond merely .
giving each student academic challenges . approprlate to his- mental ,
capac1ty S ensure eouallty of opportunity, national instltutions
of learnlng have 'been forced to accept the responsibility for helplng
eaeh ‘pupil plan and” progress towards realistic. educational and :
vocatlonal goals :

Yet “the world of work ‘has exoanded to 1nclude thousands of
occupatlons which include ‘various changes in p031tions, tamm;and
respon81b11it1es in occupational roles. Supply and. demand of
personnel in the oécupations are also changing The changes affect
the availability of people for the labour market.  Without the
assistance of a well tralned ‘occupational” testing and guldance
workers, it is dif ffigult, if not impossible, for students, employees
and’the youth to’ determlne interest and abiiities in relation to- the
everchanging and expand:.ncr Opportunlties avallable to them 1n the
WOPld of work ' , : : S col s

In view of the above, the educatlonal process9 employment bureau'
and the 5001al/commun1ty services will need to. help the indixvidual.-
in selecting appropriate subjects: making vocational choices and
seeking relevant career opportunities for meaningful. job satisfaction
to be able to solve his 5001al and personal problems and many others y;

In reallzlng the 1mportance of the above services, the concern
therefore is about how each country could restructure her educational
programmes and employment services to respond to its varylng needs
and aspirations and those of her citizens through guidance and
counselling services 1nclud1ng occupatlonal testlng and other needed
psychological serv1ces : -

If approprlately prov1ded these services should help students,‘
'youths -and employees recognize and utilize their talents, abllltleS'
and skills for the good of themselves ‘and of théir society, In each
of our socleties, it is expected éxcept dn unusual cases, that each
individual makes some contribution. In making this contribution,
work is essential as a primary source of income and status and if
a person 1is to feel his self-worth and find his place in llfe, “he
must be prepared to function as a worker either for himself in self-
employment or in the employment of others. Students, employees and
the youth can therefore be helped to understand the importance and
relationship of their education, their self-worth, work and its
effects on their lives, This type of orientation is necessary if
we are to help students, employees and the youth to make thelr- a
future choices and thus making: dreams a reallty :
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- In the light of the above, the concept. of oCcupational'testinglg
and career guidance and counselling becomes a critical service.to
any meaningful system 'of education, employment services and soecial/ .-
community services. It is only in recent years that the concept .is-

getting the serioﬁs'attentidn that it deserves.

2. .The State of Occupatiohal‘Testihg, Guidance_andjﬁounsellingi*
Programmes : i o ' o

Occupational testing and educational guidance and ‘counselling . . -
services have been acknowledged as a basis for effective caréer
choice and subsequent human resources development. Since early ‘
1960s, African countrles have made considerable efforts’to set up -
administrative structures for .providing the related occupational = -
testing, guidance and counselling.services. In most cdSes, the
usual gesture has been in the form of setting up units. The .
operational sfructure has Iinvolved the Ministry of Education's .. -
Guldance Unit, the Careers Master within the individisl school and .-
Ministries of Labour. ' But.the various systems and the operational ..
structure set up has basically served and benefited only a few = ... -
within the school system and a neglegable laboutr market with
attention paid to the urban setting. Rt '

In-the employment and social community. services,; thére has been.
almost no’attention paid to"the employees; the job seekers and '
those entering the labour market, the school leavers and drop-out
youths, who form the bulk of the population of unenployed/under--
employed.” . & o _ T o

Furthermore,_information.gathering‘Which”is'necessary‘for the
support of .guidance 'and counselling services, little attention has
been given to the development of indigenous tests for determining
ability, aptitude, interests and attainment. Current tests are
superficially developed in an attempt to meet presernt needs. They
are mostly imported tests and unsuitable for guildance- and counselling
purposes of Africa. A '

The present systems in guidance and counselling serviees set .
up by most member States is far from adequate in meeting the needs
of students still in institutions of learning, the school leavers,
drop-outs and the working groups. In order for a country to sé€t up
a viable natlonal programme in guidance and counselling ‘services,
there is need to create the necessary linkages of -the Ministry of
Labour, Employment Bureau, Federation of Employers, Test Development
Service and the university: all of which are of vital importance

to the central structure for its work.
However, to:effect this type of an operational structure of

linkages with varioug agencies and to conduct further development
in guldance services, all guidance activities in a country may need
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should be in ‘charge of- and responsibile for centrally ¢o-ordinating: *
occupational'tesﬁing$rguidance and counselling‘activities-at_the )
national_leVéIP: There,is-therefore-the“need to train specialist
staff (who at bresent are very few) to man the required services,

3. ECA Promotional Activities ingGuidanée°Servicés~

In the light of the foregoing, ECA has undertaken_promational

activities-involving the "appraisal of existing educationalj T T
vocationalﬂand-occupational testings‘guidanceﬁand counselling -
programmes. As far back as 1978, studies and field missions as ..
well as national workshops. have. beeén conducted. . Government R
priorities aﬂd,needs_have‘been assessed and policy considerations ;-
reviewed with subsequent reports on findings put together, e

) _ gional Conference -
on Training,Developmentjwas:held in December 1979 in Addis Ababa,
In dlscussing this subJect, -the Conference called for the inclusion

In addition to the foregoing activities, a Re

of a guidance. and counselling divisionfin*the,ggVErnment.central o
training co-ordinating ministry. - It also recommended that :
Occupational guidance counsellors should be an added cadre who
would make the poliiey provisions ore comprehensive and assist-in--
the extension of .cccupational guidance services both for rural and

In the course of the promotional activities, the following .
constraints have become evident:

- lack of integratedfplanning and poli¢y guidelines on the
. SubJect; " - i o _ R Ry

- a general weakness in the deVélopment_andfutilizatioﬁ‘of
-human resources resulting in wastage and the brain. drain -
'dUe‘tp lack of adequate occupational guidance services:

- lack of suitabile indigenous tests thus making. the ¢

‘ ask of .- .

determining innate ability, aptitude, interests and
attainment difficult; .. - : , C :

- -there 1is shortage of personnel trained in occupational
testing, guidance and counselling-tO‘provide,effective.
educgtional, vocational guidanee and counsglling;services;

- lack bfjdefinitive commitments to the'impoftandéfand;roie.of
vocational guidance Service as a basis for developing a
career public service; L :
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= mgst countrles accord very 1ow prlorlty to occupetional
testlng and related guidance end counselllng serv;cese

~ funds for guidance and couneelllng services are meagre and
are absolutely . 1neuff101ent to oarry out an effectlve
;gramme= . N RS ERE 3

dta eneure the tralring of epeciallzed staff to man the service
in the various ministried, -1nst1tutlons and. prlvate beotore having
guidance and counselling programmes. ~The Conference’ also urged
African governments to include guidance and, counselling. 1n the
curriculum at var;ous etagee of the educatlonal system.. As @
on Tralnlng Development ECA has undertaken further field mlsslons
and conducted national workshops ln expectatlon of member States
to follow “ult R e N i ,

Furthermores the Legos Plan of “Action recognlzed-”the need to
take nr ent action to provide,. the polltleal support. necessary . for: -
the sacceee of tne measupres to. ‘achievé: the goalﬂ Qf rapld s5elf-
reliance. and{self eustalnlng development and: economlc growth,t
Among™ pet 1mportant components in the Lagoe Plan of Action
are the'deVeiopment of’ manpower and 1nst1tutiona1 capablllties for
human resources development In thle LOHHEXIOH, member States will
need %o de51gn effective’ programes to ensure the avallablllty of
trained pergonnel in"the” ‘field of guldance and counseillne and
proper utilization of the trained manpower,

Taklng into aeoount numerous eoonomlos 5001a1 and politleal
factors oeoullar to every country ‘and the. need 61 oommltments
of the pélicy makerss admlnlstrators and spe01alists partlcular
groups for which the programme is 1ntended governmental agencies
responsible for its implementation have to he identified. . In-
thisg connexion, ‘a nutiber’ of actlon programmes at-the natlonal level
should be con51dered ifr a oountry 15 to prov1de effectlve guldance
and counselllng serv1ces.ﬁ, ' : . S

(a) “Programme Development Member Statee may | need to establlsh
... & gentral” adfinistrative. body or divisjon in. the government
,”minlstrles respon31ble for ‘the . nanpower pla,nm.ng,9 tralnlng
"fand development The " lelSlon would. be respon51ble for the

. . cos ordlnatlon 'of the occupatlonal testlng, guldance and
A:couneelllng serv1oe acth1tleS; rovided by various ministry
‘guidance urits, the universities and private sectors. The
ministerial guldance units, the universities or trainlng
institutions and private sectors should nrovide services
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(b)

such as educational and vocational guidance, collecting and

.disseminating Jinformation about training and ‘veeupational
opportunities; training staff conductlng research-on

problems related to the evaluatlon and advancement of

_programmes

Pollcles In order for tne above stated 1nfrastructure to
operate effectivel ¥, there would be need for each country

- to formulate policies related to financing the programme,
. .co-ordination of the guidance programme -with other ministry .
Counits, employment exchange, establlshlng posts and staffing

(e)

as well as priorities for tralnlng.

4Tra1n1ng Gne of the greatest needo is to provide a nucleus"

of trained speciallst to man the serv1ces required in the :

fvarlous mlnlstry units, tralnlng 1nst1tutions, employment

”f,sectors and other prlvate employment gsec¢tors. - A national

@

survey of manpower training requirement for guidance and

counselling speclalists will have to be undertaken before
a training programme or scheme ig set. AUpP . coee

Orientation of currlcula. A good educatlonal system w1th;h'
a bullt~in guldance system is necessary. Ceonsequently, .
thére is need to include at the teacher tralnlng colleges.

level, guidance. .and counselling courses: At the primary

(e)

@

and secondary school levels, guidance and counselllng ,
activities should be 1ncluded in the schemes of work and. .
timetable to enable career teachers or: ‘gounsellors provide
guidance services w1th1n The given school timetable,

Occupational and other psychological tests: In consideration
of the 1ittle attention pald to the development of occupational
tests and other Dsychologlcal tests, the need for psychological

~tests and services in support ofiguidance and counselling.
programmés need not be - overstated. Member States need to

develop case materials ‘and tests valld for use in Afrlca

.for guidance and counselling puvposes

Informatlon Bureau' ~An 1nformatlon bureau is necessary .

~because information on the structure of employment, varloue

aspects of labour supply and demand as. well as job and.-
related tralning opportunities are needed by 1nd1v1duals
seeking for occupatlonal and educational opportunities.
Thé information is.also needed. by employers, plannérs

'_ within' different gOVernment departmentss school authorities

‘and other persors involved in:vocational guidance. This

means . that closer 1inks have to be established between
educatlonal/vocatlonal counsellors the whole educsational

"system and the employment service, -This is to make the
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information given in institutions of learning and elsewhere
more relevant and more employment oriented. Counsellors
must have access to relevant employment market information
through the information bureau and other possible sources,

5. Conclusion

In order for @ccupatlonal testing, guidance and counselling
programme te suc¢ceed, all levels of government, the business
community (publie and private), the voluntary organizations and the
entire community must co-~operate in developing, implementing and
evaluating the programme. The socilety must accept the responsibllity
to provide various opportunities which w111 allow her citizens to
- make choices. If opportunities are not available guldance will not
be able to function in a vaeuum. Hence, the services of trained
guidance counsellors are not conflned to the educational institutions.
Other agencies in the society need the counsellors' services.
Counsellors should be able te work in the rehabllltatlon centres,
prisons, hospitals, industries and employment agencies, various
business establishments, manpower development ministrless central
personnel agencies and other 500131 agenecles,




