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1. Introduction

A, The Lagos Plan of Acnlon -~ What it 1is and how it gvolved,

The Lafos Plan of Act1or was adoptPE in Arrll 1020 by the first Economic’
Summit of the Assembly of Feads.of State and Covernment of the Organization of
African Unity, which was held in Laros (Nigeriz) from 23 to 29 Anr1l 1000, It
is a plan desipned by Africans to foster cooperation and action at national and
rerioral levels for tke implerentation of the lonrovia Strategy for the Development
of Africa. By the plan Africen States formelly and collectively declarec themselves
ready to wage a hattle against noverty and economic depevdencp and to reinforce
pol1t1ca1 1ndepewdence with ecoromic self-determination. ' This wes ir line with
the earlier AFrlcan Declaration on Cooneraflnr, Develorment and Fconoric Indepencdence!
of May 1073, Essentlally and for the first time in African economic history, the
‘Lagos Plan of Action (LPA) sought to reverse the existing concepts and strategy of
development in the_ region, away. from. export~import-foreign exchange orientation
engineered by external stimuli to dovelopment to a'strategy of internally generated
self-sustalnlnr factors of growth and cevelooment, requiring the use of local
‘resource endowment for the procuction of poods and services to meet the basic
needs and other requirements of African citizens. In other words, African States
now want to use their own natural resources for the attainment of economic
1ndependence and sel’-rellance and to reduce their currént overdpendence on
other regions.

The LPA evolved by stages as follows:

T The ser1es of ﬂlobal 1nternat10nal weet1n?s on the world economic 51tuat10n
and the resu1t1ng neclaratmns of Algiers (1074}, lea (1075] and Dakar. (1975]

for example, have called for the estatlishment of a -lew International Fconon;c
Order. The call for reform in interrational economic relations received sanction
at the Sixth’ Spec1a1 Session c:wF the United Nations. General Assembly in Aprll/?ay
1974 when the Assembly adoptzd & Declaration ou Jhe' LdebllSﬂneni of a ilew
International Economic Order. As a follow-up developing countries initiatéd ;
further global neetings durlng 1275 through the MNorn-alipgned Hations, UNCTAD and
UMIDO. ‘It was at the meeting of the Hon-aligred Mations in Fehruary 1¢75 in Dakar
that a consensus was reached on concrete proposals for trans€orming the New
International Economic Order from thetoric to reality through the reforr of the
ruies ahd TOIMms of the present interrational economic syster .1/ In this concerted
effort’, the developlvg countries were demanding fzirer vrices Tor their raw
materlals, a fairer distribution of global income, transfer of technology and

a fair share in the distribtution of power in international economic institutions.
From the resulting experiences of global dialocues’ African States became increasingly
aware of their disadvantaged position which warranted a special. efFort to improve.
This started off a nrocess of re-exarination of Africa's develonment strategy.

- In 1076 ECA Executive Committee acorted a Revised Framewor): of Principles
for the Implementation of the New Interrational Cconomic Order in Africa which
was subsecquently endorsed by the Assembly of beads of State and Government of the
OAU in June 1077,

1/ Roger W, Fansen: A New International Tconomic Crder ? an outline for a
Constructive US Response, Overseas Pevelopment Council, cdeveloprent paper 17.
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- Late 1972, a "Colloquium on Perspective of Nevelopment ancd Ecoromic Growth

of Africa up to the Year 2000° was held in llonrovia (Liberia). The colloouium
critically examined Africa‘s developrent concepts and strategies and called for
Africa's self-reliance and authentic approach to development. This was followed

in February 1979 by the Addis Abalta - Seminar on Alternat1ve Patterns of ﬂevelopment
and L1festy1es for the Africar Reg1on .

- In Nabat {Phrocco) 20~ 2q March 1072, ECA Conference of Finisters of Econémic
Development and Planning considered the nrecedzng declarations, the outcome of
the Monrovia Collequium ané the Addis Ababa’ Seminar as well as the "Revised
Framework of Principles for the implementation of the New International Economic
Ordér in'Africa and, in’ conscauence, adonted a Developmert Strategy for Africa

for the Third Nevelopment Decade. It was this same stratery which was subSequently
tabled before the Assembly of Heads of State and Government of the OAU in Monrdvia
in July 1¢7% which yielded the Morrovia Declaration of Commitments on guidelines to
follow and measures to Le taken for the achievement of national and collective self-
reliance in Africa. It was this commitment that converted the Rabat Development
Strategy for Africa into the Monrovia Strategy for the Develonment of Africa.

- In Apr11 1980, the LPA, 2s already mentioned, was adopted curing the Lagos
Economic Sumrit, thus providing the nodalities For the implementation of the =
Monrovia Strateqy for African Development.

The adoption of the LPA came as a result of the frustrating experience with the
results of the sustained development efforts and of development concepts and planning
approaches during the 1960s and the 1970s. There was growing disillusionment over
past practices and prevailing characteristics of African economies. ' As summerized
in an ECA document, 'despite planned development efforts in Africa over the past
two decades, supported by massive aid and technical 3551stance by both bilateral
and multilateral agencies, the continent remained thé most economlcally, socxally
and¢ culturally deprived of all the regions of the world. Whether in relation to
per_capita income, €food production, nutr1t1on average life expectancy, infant
and child mortality rates, literacy ratés or physical quality of *1fe Africa
rerains the most backward of all the regions of the world' .1/

The Monrovia Declaration of Commitments spelt out both the priority objectives
. of development and the modalities for their attainment. The LPA went further in
elaborating sectoral and inter-sectoral ohjectives and the moﬂalzt1es for attalnlng
the Monrov1a Declaratlon as follows:

a) establishment and implementation of larpe-scale,''long-term’ programmes
of human resources development and achievement of a good measure of
- self-reliance in trained manpower as input to economic activities in
all sectors;

b) strenpthenlng of ex1st1n6 sub-regional and regloval 1nst1tut10ns fbr
- trairing-and research;

c} strengthening and servicing new forrs of cooperation among African States
such as cooperation in all fields, particularly in training, mineral
resource exploitation, trade and finance;

1/ Irplementation of the Lagos Plan of Action - Some Proposals and Recormendations
for the Guidance of menmter States, [CA cdocument E/CN.14/°0, pare 3.
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d) cevelopment of science and technolocy to meet the reauircments of the
'~ Lagos Plan of Action with special reference to national nolicies and
nrogrammes in science and technolory for developrment within the context
of overall national! Jevelopment nlans:

e) taking appropriate national and collective action in terms of nolicies,
budgetary and Linsrcial allocations, an< intornational necotiation
neasures to sunport the atove commitrents and the cverall objective
of attaining viabtle and mearingful econormic independence.

Fach of the above measures #snd warticularly the objectives and prosuction and
service targets set for the various sectors of African eaconomies recuires very
substantial innuts of trained manrower, skillec and semi-shilled oneratives,
technical personnel, supervisory anc mapagerial personnel at all levels, instructors
and teachers, specialists in a variety of disciplines as well as.a gond crop of
indigenocus entrepreneurs; Other input factoers such 2s capital, techrology and raw
materials are ecually needed as coorerants. In respect of human resources elements
such.as the will to develop, to improve one’s social situztior throurh industry
and positive attitude to worl. and to make sacrifice at individual and national
levels in support of economic and social develeopment are particularly critical
to qualitative manpower input.

Chanter IV of the Lagos Plarn of Action outlined the wmain preblems and
constraints in the field of human resources develonmert ard utilization as well
as spelt out stratery options-and action programmes that will ensure the effective
realization of planned: ohiectives and torrets in other production and service
sectors of African ecoromies. The full text of the chiapter is rernrducec as
Amnex I of this paper.

Charter IV bty itself does not cover the full scope of the mannower and
management requirements for the full immlementation of the LYA. It is theréfore
necessary to examine the neecs o7 each sector covered vy the plan. Abstracts .
fror the plan, indicating the ranpower and rmanapement skill-cap or deficiency.
as well as specifically expressed training and management capability needs for
plan and prograrmme implementation are reproducec in Annexes 1IA and IIB.

B. The purpose o the current Tuidelines

The okject of this payer is to wrovicde a hrief tackorcund to the evolution
and raison d'etre of the Lagos Plan of Action as has heen attemmted in the foregoine
pages, and principally to provide ruidelines for a better understanding and
appreciation of the issues involved, the renuiremerts and need for sustained action
ir respect of human resources planning, development and utilization, including
the related field of developmerit administration. The elaborations that will now
follow will hy no means ‘cover all) the immlications and requirements for human
resources development and-utilization. Rather it will attert to draw attontion
to protlems, raise issues, suggest alternative nolicy and »reocramre options and
modalities for actiom, ask numerous questions with the 2im of stimulating local
thoughts and possitle action for the adaptation of the Lasic elererts, niinciples
and nolicy objectives of the LPA to suit natioral needs and For suhsecuert
incorporation in national development nlars. [Issentially the puicelines aim at
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'mationalizing’ or localizing the LPA in respect of the human resources sector and
at encouraring imrlementation action, It airs af creating an awareness in public
servants anc ‘social leaders that the development and prover utilization of human
resources holds the key to ecoromic development and social advance in Africa.
Consecuently, this paper is addressed to African policy malers, nlanners, administrators,
educators and trainers, training and research irstitutions, leaders in public

and prlvate enterprises as well as to other African and non-African orpanizations,
professional associations and institutions concerned with assistinp African States
to develor and mobilize the recsior's human resources for the attainment cof self-
sustaining, internally self-generating and intesrated ecoromies,

I1. Cereral.implications and Guidelines for luman Pesources Nevelormert and
Utiljzation, including admirnistrative capability

A start in providing operational-and rlannring ruicdelines to Chapter IV of the
LPA may be to asl some ohvious guestions: human resources and administrative
capability for what? Vhat tyres and.levels? Ulhen and where needed? tVhat are
the supply sources? The modalities outlined in the plan itself summarily answered
these questions. Africa needs increasirg ocuantities and improved ocuality of trained
manpower at all levels and of varyirr types tc make possitle the realization of
rlanned developrent targets in each sector covered Liy the LTA, The objective is
vltirate self-reliance in all tymes and levels of trained technical, supervisory,
operational and managerial personnel, includire teachers, instructors, researchers
and services specialists in every field. Feducing and ultimately eliminating
depencdence on foreirmn expertise would ensure fvll ut1112at10n 0f Africa's own
expertise,

Public Education

A priority need is to ensure broacd-based particiration in the implementation
of the LFA. This presupposes that the groups that are expected to participate in
implementation action have full knowledre o the contert and action recuirements
of the plan and already know the role they are exnected to play. HMence the need
for rublic education about the LPA for politicians, policy-wakers, nlanners,
educators, employers, labour lecaders and workers. It is the dvty of the
government to use its machinery and arencies in providing this necessary public
education. The use of the mass media throush series of articles in the rress;
radio and television addresses and derorstratior of what is teing done to implement
the plan; conferences, workstops and seminars for appropriate interest groups and
prefessional associations, should all te considered arnd planned. £ srecial approach
needs to be made to post-secondary educational institutions to ensure that they
are partners in a national effort to male education more functional and development
oriented, to build into their course prograrmes elements that will uroduce a sense
of loyalty and of paticnal comritment to industry and positive attitude to work.
What amount of this putlic education has been dore thus far and what are the
obstacles to coing so? l!iave there heen ary effort at the national level to print
the LPA and use it for public.information and as an instructioral material in
universities and nolytechrics on courses in develonmert with a view to develoring
a chanpe of mind from the old order of econoric dependency to a rew order of
gradval rove towards economic self-reliance?
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Manpower Planning

Chapter IV nl the LPA as well as . the manpower and manafement commonents of
the other sectors covered by the plan have piven broad wrogramme ideas of the
manpower implications as welI as the challenge for producing the marnower needed
for the implementation .of the whole plan. For an understarding of the magnitude
of this challenge and of the recuired manpower input, one has to start with an
assessment of the needs in relation to availahle manpower 2nd other resources.
Annexes IIA and R are examples of such an assessment on a broad basis. This
Tequires further refinement and ouant1‘1cat1on It is a furction of manpower
planning and programming of: 1mned1ate and future training requirements. Every
enterpr1se, cepartment, m1n15try, orpanlzat1on and institution would neecd to ke
involved in assessing its manpower recuirements. It is withir the context of
this role that everyone needs to stucy the LPA to derive therefrom what ﬂuxdance
it gives for nanpoweT development and huran résource mobilization in a manner
that w111 ensure productivity and efficiency.

Appronr1ate natlonal machlnery is needed for human resource plannlng and
for promoting and coordinating vrogrammes and policies for humdn resource
development, including the development of administrative and managerial capab111t1es.
Such a machinery could be a. m1n1stry, a self-accounting manpower secretariat or
a division of a planning ministry or !inistry of Finance. Assuming every African
State already has such a machinery, attention would need to be given to its
operational effectiveness and capability for coping with the much larger task
of manpower development for the attainment of economic. 1ndependence and ultimate
self-reliance in trained technical, managerial and entrepreneurial gersonnel

Q“To enhance effectiveness, one should consider the staffing and functlonal scope
of the mach1nery, its ab111ty to ruide users and trainers of munnower? its

authorxty in the power structure of rovernment, its financial resources, its
orlentatlon, it=s relationship with parastatals. and its a%:llty to communicate
with, and secure the cooperation of the nrivate sector in personnel development
ouestions,

In the puhlic service set-un it is necessary that some machinery should see
to recruitment, assessment of nublic service manpower needs and the training and
motivation of personnel. A !inistry of Lstablishments may he entrusted with its
role. Here again, the auestion of effectiveness and scope of responsibility needs
consideration. Motlvatlng puklic servants in favour of higher and eff icient
performance and a spirit of putilic service is critical. To what extent are publlc
servants today doing an honest day's job and putting public interest and the ‘
interest of the underprivileped nopulatlon above private ga1ns

Both the national machinery for overall human resources plann1ng and the Ministry
of Fstablishments need to work together to evolve and harmonize long terﬁ manpower
development and utilization policies and training programmes. What is tke real
problem today? Is it one of over- fragmentation between planning mlnlstry,
establishrents, labour and finance ministries? Is there sufficiency of coordination
and policy harmonization at rinisterial and cabinet levels? Is there anywhere in
the national machinery or in Fuman Resource Development anc Utilization Council
where renresentatives of privete individuals, professional associations, labour
organizations and employers associations share in the resronsibility for determining
national marnower policies and training »riorities?
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Institutional Capabilities

Institutional capabilities for human resouvrces development through education
and training constitute another requirement. [Iaving determined needs and short~
comings in skills, know-how and attitudes, local training, research and ecucational
institutions are needed to irmplement planned training programmes. Questions such
as how much training is needed? Who needs to he trained and where? Whrat type
and level of specialist educatlon should re offered? To what extent can existing
educational institutions be reformed, overhauled and re-oriented to Jdeliver
educated persons with required knowledge and functional skills? All these questions
come to mind for consideration. A country may wish to find out whether it can
finance, maintain and fully use all its institutional infrastructure for training
and research. It may need to determine where economies of scale are needed where
it might need to specialize in local institutioral facilities while cooperating
with other African countries in sharing the use of its own as well as other
Afrizan countries’ specialized ttaining and educational facilities. Are countries
maximizing cooperation in this area? FHave they taken the trouble to undertake
full inventory of their post-secondary vocaticnal, professional and technical
training facilities in their home countries so as to foster intra-African

; cooperation in identifying where to. train and promote effective TCDF in human
resource. development? ‘

The LPA in respect of various sectors has identified existing and new
institutions for development on multinational, sub-regional and regzonal basis
through cooperation. These 1nst1tut10ns are particularly crucial in developing
technical and scientific capab111t1es as well as indipgenous manpower resource for
the exploitation of Africa's rich natural resources and for the production of -
goods and services. To what extent do these institutions which initially received
unanimous support in the resolutions estah11sh1ng them, later receive the political
goodwill, financial supnort and efFect1ve use of every African fovernment? Why
are many countries indifferent to the difficulties facing institutions that were
specially established to train their personnel and enhance their administrative
and management capabilities? Are the training and research programmes of these
institutions sufficiently relevant to solving Africa's development problems and
if they are why is support for these programmes difficult to attain?

Funding of Training

Lack of funds constitutes a major constraint of African intergovernmental and
regional . training and research institutions. African States are very lax in
paying up their financial contribtutions in support of multinational and regional
institutions. UVhen membership has been subscribed to and the will tocooperate in
utilizing the facilities of the institutions exists, bureaucratic procedures have
too often delayed payment of national contributions for too long. Uhat are the
arrangements at the national level for ensuring regular and prompt payment of
contributions to regional training institutions? How effective are the payment
arrangements and can these be improved? Are the contributions to various regional
institutions concerned with human resource development coordinated efFec1tve1y
or dispersed sectorally and can the arranpements be ratioralized? "
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The fupdine of training ensures that resources will he availahle for the
implementation of training and rmanpower Adevelorment nrogrammes. The issues,
to consider are: ‘How is training funded at. the national level and who pays
or. should pay. the training £ill? Is the training fund assurecd and adecuate in
the light of the irmense traininy prorrammes recuired under the LPA? Ts there
a statutory cblipation for erployers to contribute to the training fund and
how effective is the managemert ard utilization of such “urd? Yhat' alternatives
to & training levy should be evolved to cater afauately to rassive scale tra1n1ng
of the -workforce, narticularly at the middle and hipher levels? What is beinc done
to encourage -the private sccter to srovide adeauate resovrces for personnel
training, particularly the-tralnlﬂ“ .of 1p61gepous nersonnel? Is there 2 tax
incentive to. ensure the funding of training? %o ministries and denertments have
adequate resources, for training and should these institutions and parastatal
enterprises contribute to natloval training. Fupd? Is the wananpment of the
training fund efficient and su¢f1C1ent1y servine its purpose? 143 there is no
national Training.Fund, why 5u0ulﬂ therc not be.one and hov' car the constralnts
to the establishment of such a “né¢ be eliminated?

Resources for persomnel training car te enhanced throuph Filateral and
rultilateral technical cooperation. ECesides direct grants for the establishment
and expansion of educational and training institutions, funds are indirectly mace
available for training throuph fel lowskips both for loca; training anc ‘training
in the bone countries and institutions of the donars. ‘'The issue for censideration
is bhow eflective is the utilization of these additonal resources in treining
nationals in prierity areas of manpower needs, in skills and experience acqu1sit1on
critical to the implementation of the LFA programmes, productloﬂ tarrets and
supporting services? Is there effective nlanning, admlnlstratlve canablllty
and clearly articulated policy to ensure, the eF‘1c1ent utilization of téchmical
cooperation assistance in the field of human resources, éevelopment that w111 t
ensure ultimate self-sufficiency in trained manpower? liow effective is the
cooperation between different arencies of government resrop51b1e for technical
cooperation and development on the one hand and education and training on ‘the
other ‘to ensure that technical cdoreration in respect of hvnan resource Jevelonment
is in accord with the objectives of the LPA. :

Trade agreements, as ar area of technical cpoperation, are insufficiently
utilized as o means of getting metionals traired. This alse. appliés to major
contracts for construction, mararement services and consultancy work. Are the
officials who negotiate thlesc agreements ané centracts sufficiently aware of
the training benefits they can insist on havlnr written into them at virtually
no extra costs to the country? The use of counterparts, attachment training .
for rractical experience. for studerts, pn;the-job learnir, for nationals, obliging
transnationals and foreign investors to train a given numter of nationals over and
above their own needs as an additional condition for granting concessions, all
need to be fully exploited for trainins. What amount of techmological skills
are African countries getting in return for their huge trade -‘eficits with Japan
for example? The onportunitics. for indirsct training of nationals hy _exnloiting
concditions for trade and contract agreements are immense and need to be fully
utilized,

P
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Private Sector Training

Private enterprises in African countries have for long depernded on the
government to do the major investment in ecducation anc training for their open-
market recruitmert of personnel, and¢ on foreipr sources for the supnly of technical,

managerial and supervisory personnel at middle and hipher levels. Is it ot a high '
time that they become substantially involved in the training of the personnel
they need? An approach to this increased involvement is throurh contributions to »

national training fund as already discussed gbove. While transnational companies
have frequently established training proprammes and institutions to serve their
own needs, indigenous enterprises hardly invest in training. What can be done

by associations such as Chambers of Commerce and Industries to develon training
programmes through private sector cooperation in providing opnortun1t1es in the
establishments of their members for in-plant practical training of stucents of
engineering, technology and management? What lessons can be learnt from Latin
America and Asia regarding the role of the private sector in initiating and
operating large-scale vocational training proprammes for employees ennaged in
agriculture, industries and services? .

Priority Areas for Training

thile all types and levels of trained manpower are needed and should be -
provided, limitations in financial and institutional facilities for training
make it mandatory that some priority areas bhe determined. This would have to
be in . relation to the priorities established Ly the Monrovia Declaration of
Commitments to African Development, namely: regional self-sufficiency in food;
establishment of a sound industrial hase: nhysical integration of the African
region; development of capabilities for exercising effective control and
sovereignty over the region's natural resources; establishment of mutually
beneficial and equitable relations among African cuntries; and subsiantial
increase in the share of intra-African trade. In consequence, priority would
have to be given to manpower development and training in respect of natural
resoruces inventory and expleoitation; food production, fdod preservation and
processing; incdustrial develonment and exploitation of raw materials for industrial
processes and procducts; all modes of transportation and communications; administration
and enterprise management; trade development and jpromcotion: and education as
a supplier of trained manpower. If this priority setting is agreed thén the
question is to determine the specific requirements of knowledge, skills, know-how
and attitudes in respect of each priority sector, sub-sector and developrent
programmes and nrojects. The manpower inventory and training needs assessment
considered earlier is expected to deal with these specific reocuirements. - Has
this been done? Are the priority development sectors fully knowledgeable about
their critical manpower needs and is anything being done to meet thesé reauireménts?

Work Environment

In addition to good education and training, fair remuneration, fringe benefits
and motivation, people need a condusive work environment to be able to pexform
at their best., Work environment in this context refers to both the phyrical and
social environment in which work is performed, thepphysical facilities fcr job
performance, and the rules, regulations and procedures governins the conditions
of work. Should any of these factors become a constraint or source of
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disinterestedness the productivity and efficiency of the person involved would
tend to fall, Consequently, in the develoPment and utilization of human resources
adegquate attentlon would need to be glven to enV1ronmenta1 influences in the
place of work."

, ‘Work environment depends to some extent unor the nature of work. to be performed
- "and the level of the persons ner‘orw1ng snecific £Unct10ns. Vormally, certain
minimm enV1ronmental convenience are provided for various jobs. One environmental
sitoation may be more condusive than’ another while other situations may constitute
a constraint to efficiency. Besices physical facilities, rules and procedures

for the discharge of functions contribute to easing or corplicating werk environment.
Althoush these are man-made, it is recessary to ensure that their oneration are
constructive and do not constitute elements of disincertive and frustration.

Thus in the effort to enhance performance carability through marpower development
and training, those concerned with personnel ranagement and manpower utilization
would need to be concerned with questions such as: Whether the work environment

is healthy and free from occupatlonal hazards? ‘hether physical facilities nrovide
minimal comfort for the optimal effort of the employees? 'hether existing rules
and regulations for the performance of functions add undesirable elements and
unnecessary strain-and stress to efforts? In short, good human resource management
policy requires that attention be paid to the development of employees and to
creating for them.a healthy ervironment for the discharge of their duties,
including the maintenance of excellent human rclatioms aronﬂ weoples in all ranks
and operational units-of any orpanization. :

II1.5ub-sectoral Implications and Guidelines . .

.. It is necessary te go beyond an overzll view of the implications and manpower
development needs of the :LPA and also ray atteantion to the reguirements and
constraints at the sub-sectoral level. . Here again, the guidelines that follow
will take the form of questions drawing attention to problem areas, policy issues
and the need for action. - The consideration in this section of the paper will cover
labour and emnloyment education, administration and manapement, and public finance.

(1) Labour and Employment

In the field of labour and employrment, the critical issues confronting Africa
are the low quality of the workforce in terms of nroductivity anc attitude to work;
the shortage of skills and srecialized manpower; increasing unemployment among
educated youth and serious underemployment in rural areas; and increasing level
of dependence on foreign skills and know-how. The task which the LPA has engineered
is the full and effective mobilization of Africa's human resources for- the national
development efforts. With population prowth rate averaging 2.5% annually, securing
employment for all -adults able and williny to work becomes a monumental task.
Training provides quality to the labour force and considerable attention was given
to training in the preceding section. Coupled with the population pressure is:the
high cost of African labour in general when considered in relation to their job
performance and daily output,



ST/ECA/PAMM/HRP/5/81
Page 10

Some problem areas to consider are: Why has it been difficult to really have
successful and’ wide-spread application of labour-intensive investment proprammes
in both nublic and private sectors? Vhy is domestic labour comparatively so
expensive? What socio-cultural or socic-economic factors condition the nrevailing
apathy among putlic servants? To what extent are workers' education ard workers!
ordanizations ‘being used to induce more positive Job attitudes and hircher productivity?
Is it more wages or more fringe tenefits and social security facilities that are
réquireéd to motivate the average worker and public servants? '"hat role can Tatour
18aders and trade unions play in this and in ensurirg workers' effect1ve cooaeratlon
in the ‘struggle agalnst ignorance, disease .and abject poverty?

The Brain Drain

" Africa's manpower situation 'is one that should avoid serious leakapes in the
labour market and manpower supply pipeline, The "brain drain” phenomenon is now
endemic in Africa - millions of uneducated and educated African living and working
abroad outside’ their home countries. Africa can ill afford to lose to the developed
countries the services of an enginder, a doctor, a nurse, ateacher, a technolog1st
an educator, or even a technician, a secretary, or a skllled operator. This
notwithstandihg, several thousands of qualified Africans are today resident abroad
and working to improve the standards of living of themseIVes and of their addpted
countries, 1/ The causes of the A¥r1can “brain drdin’ are fairly well known:
political victimization; civil war resulting from political conflicts; search
for better educational and research facilities; inability to secure at home
jobs appropriate to narrow educational specializations; ineffective machinery
to encourage the return home of nationls living and working abroad.

- Regarding this long existing probler, what is known abcut the national ‘brain
drain in terms of .who.are the lost brains'? What are their skill characteristics
and where can they. be. found? What policy and programmes have been established to
induce lost nationals to come hack home to contribute to the cuase of national
development° Are the policies and rrogrammes effective in terms of results?

Yhere lie identified weaknesses in the structure of the machinery, in policy
options orin the versonnel that administer the measures? ilhat can be done to
improve the effectiveness of national machinery, policy and prograrmes fnr
reversing the "brain drain ?

Employment

Concerning school leaver unemnloyment, is the real source of problem the
irrelevance of the type of education accuired, the wrong expectations about
jobs, or social constraints ancd attitudes? PFave sufficient efforts anc¢ resources
‘been devoted to designing job onportunities and development projects that can
utilize the type of “educated persons available in African :econonies, ivcluding
choice and adaptation of technolegy to facilitate substantial increases in
employment? Is the root cause of the probler partly due to lack of functional
education and¢ training or faulty planninr options and development strategy?

1/ Estimates by well informed sources indicate that some 40,000 qualified
Africans from Africa South of the Sahara, are resident and working in
Europe alone!

r
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What new areas in services, aericulture and industries should bhe given more

attention in order to create increasing volume of work and enhance a higher’

rate of women participation in the labour force? What wage and imcome policies

should be considred to ensure preater job satis€action and improves welfare among

workers? Can developing African States afford the. level of social.security and

welfare services that is hot sufficiently bacled by incressed nroductivity? Is

. the Labour Hinistry as presently structured and with its present terms of reference
“and’ sta‘flng, properly geared to reeting the problem of attitudinal alienation

and_lucP of a keen sense of comritment now prevailing awons the labour force?

Quality of Life

The ultimate roal of socio-economic developrent is the imnrovement of the
quality of 1life - enabling everyone to have hetter standards of living. Improved
quality of 1ife enriches the auality of labour and raises life .expectancy; and
as such it enhancos capability to perform and to attain a higher level of productivity.
Comprehensive human resources development objective must therefore include policies
~ and programmes in social welfare and social security. These measures range from
health care, housing facilities, nutrition and other social measures. and amenities
aimed at reducing or eliminating the causes of social tensionrs in work situation
and in'éocial relations particularly in urban communities. Assurance that the
State or society will provide for old ‘age can reduce anx1ety in. nlddle age as
Aretlremenu period draws nearer. ' :

What is being called for consideration.in respect of the cuality of life is
that human beings as producers are not machines. They have their own feelings,
worries and care: they need maintenance and renewal; brinping them togethexr in
a work situation gives rise to particular social problems just as their isclation
fron others in a community creates other types of social rroblems. If they are to
perform at their best, not only is it necessary to provide them with appropriate
working tools and COHduSlVe work environment, but-also care should be takén to
ensure a risinp -guality of life. The latter Trequirements may he provided for
through sdcial development prograwmes ‘but those responsible for humar. resources
development”should be interested ip knowing that the required social services
and amenities and social security measures are available and are beinpg efficiently
administered and that thelr provisions are acdequate for the maintainance of rising
stendards of living.

(i) Education and Training

A great deal of reference has already been made to education and training
in Section II ahove, For the nresert the concern will. be education as a supplier
as well as a2 consumer of trained manpower. Knowledge, -skills apd attitudes that
are crucial in the development process can be acquired through education. In this
regard the structure and delivery canability of the education system, the quality
of its staff resources, the content of the subject-matter taught and courses offered,
as well as the Ju61c1ous mix of academics and functional skills recuirements are of
paramount importance -in the prenaration of manpower for development -and socio-
economic and technological transformation. These elements take new significance
as a result of the manpower and employment challenge posed by the LPA. A question
immediately arrising from this situation is the extent of the adequacy and relevance
of prevailinpg ecducatioral systems., course offerings and course content in each
of the three levels of educatior in order to adequately meet the challenge and
requirements of the LPA,
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Reform of Education

It is therefore necessary for a closer. exarination to be made of existing
educational structures, course offerings, subjects taught, programme orientation
bothk for aquality and quantity, as well as the cuality of the teachers. UYhere
there are identificd deficiencies it would be necessary to initiate appropriate
reform measures in respect of: educational development objectives and policies; .
the orientation of education to tte socio-economic needs of the society and commumity
served; reform in curricula and teacking methods; reform in the management of
the education systems itself; in the sharing of responsibilities between school N
management, school authority, the teachers and the taught. The desired reforms :
should aim at helping Africans rega1n their lost self-confidence, their cultural
identity and creative mind.

A review of institutional capabilities should be made of the capabilities of
existing secondary and post-secondary educational institutions in order to
determine whether in the light of the requirements of the LPA, some of the
existing institutions have become irrelevant and consequently need to be scrapped
or over-hauled. - The review may lead to.new areas where new institutional capabilities
should be developed. Where these are very specialized training and research
institutions it would he necessary to determine whether they should best be
developed on national, sub-regional or regional basis..  In this regard consideration
could be given to fostering intra-African cooperation and the TCDC principle in
developing and utilizing the facilities of specialized institutions. The development
of institutional capatilities .for formal education should also make room for using
the same facilities for non-formal ecucation zimed at mass attack in the acquisition
of knowledge and functional education.

Teachers

Teachers and instructors .serve as agents of change and of implementation of
educational and training programmes. Their influence on their students and
pupils in terms of character formation, attitude cultivation and knowledge
acquisition is immense. Basic problems which too often adversely affect their .
contributions are: the predominance of a high proportion of untrained and
unqualified teachers who are made to teach; and poor remuneration and low social
standing of teachers; and the growiny tendency among nmany teachers to share their
interest these days between classroom teaching gndoutside rmoney-making activities,

If the educational and manpower programmes are tc be effective adecuate

attention would have to be given to teacher/instructor developrent. A country

that opts to- rapidly expand its educational #facilities at any or.all educational
levels must first consider the teacher and instructor components and costs of

its option, Vhere a:country has to establish new educational and training .
institutions in order -to train the manrower reouired for national plan- implementation,
‘provision must be made not only for the teaching and research. staff but also for
.-a whole range of administrative, manarerent, supervisory, accounting, clerical,
catering, and other support staff, all of whom must themselves be adequately
trained,
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Education and Vocational Guidance

. In both education and ernloyment there is the need for educational and
vocational/career puidance and counsellinp. This is a service that need to take
account of the ranpower and occupational requirements of the LPA. Educational

' planners and manpower planners are expected to provide for lonmpg-term policies

and programmes of human resources developrent and utilization. In such plamming

task there is need to take into account the joh aptitudes of individuals pursuing

~ different courses of study and traininp.  To ensure that both incivicual and

' national employment interests aré in harmony action needs to be taken to inform

both students and jo¥ seekers what jobs are available now, will be available in the

near future of three to five years and so facilitate irdividual choice of fields

of occupatior whose potentials are clesest to the individual's arbitions, skills

and aptitude, Similar guicdarce is necessary to enable individual employee prepare
for career growth in his or her chosen vocatior.

*hat we need to know is the existence of a national machinery for the
provision of vocatlonallcareer and ecucational fuidance and counséllinp, the
effectiveress of such a machirery, the adequacy of its resources and the

effectiveness of the methods and: medns used ‘to pet employment information
to those who need it. Fffectiveness criterion will exténd to the cooperatiom
existing htheen the nanpower authority, educational institutions and employers
of labour in order to be atle to nrovide good indications of “uture patterns and
trends in occupational and manpower cevelorment, The LPA drovides the-occupational
guldance and courselling services personnel an opportunity to-enrich their services
and encourage ‘students to orient their pccurational interests to cr1t1ca1 areas
of future’ nannower demand

(i) Public Administration and Enternrise’ Manapement

In both the public seé¢tor and in private enterprises the capability to
initiate development ideas, plan, execute and evaluate development projects and
manage investments lies with administration or in the private anc parastatal
sectors with management, OSimilarly, amd with particular regard to -the translation
of the objectives and strategies of the LPA into national development objectives
and stratepgies, applying these skilis to evolve concrete development projects
and lmplemertln? these prOJects recuire substantial administrative capability and
managerlal skills at all levels of government, both central and local. These

'capabllltles operate through and in peorles and within established orgarizational
structures, procedures, rules and rerulations. The effectiveness, relevance and
efficiency of these structures and procedures and of the men and women who run
them in the public serivce, in the public sector and private sector enterprises,
in the last resort determines the rate of implementation of the LPA and the
reallzatlon of its objectlves A

Governrertal Structures

A first consideration is to exarine which structures of povernment at central
and local levels or of an enternrise will be used to carry out what developmental
task or business functions: to review the adeocuacy of such structures and the
need for necessary adjustments, overhaul cr total replacement. The review would
invelve the extent pubtlic ard pnrivate fonctionnaires are fully corscious of, and
knowledgeabtle about their duties, the specification of these cduties, the
determination of skills needed for their effective performance and the provision
of on-the-job and off-the-job training to correct skill cefficiencies,
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A further re-examination of the management'challenge of the LPA may reveal
new_areas where public capabilities for eifectively dealing with them are lacking
and -therefore call .for the establishment of new administrative units. This may
be the case in respect of science and technolory for developrent, erergy,
environment and development, human resources, éc¢onomic and technical cooperation,
women and development for example, The snec1a112ed nature of these rew areas
" .demand that admiristrators and. mana?ers re5ﬂons1b1e for thelr development must
have specialized profe551ona1 or technical. tralnlng Nhere structures already
~exist for taking action in the new functionmal areass, 1t is necessary to enquire
about;their effectiveness, awareness of their. rolg. and” resnon51b111t1es, and
"the relevance and eff1c1ency of their procedures. .

Personnel Planning- and Nanagement

Fuman resources planning, deveIOpmept and management is critical in the
mobilization of;pul:lic sector capabilities for develorment, . Resides overall
manpower. plann}ng at the national level, more detailed’ general ané sectoral ‘
manpower plananing, and tralnlng pro?ramm1ng is_required in 'the. publlc sector.
This calls. for periodic surveys of personnel needs, 1dent1f1cat10n of sk111
defficiencies, efficient _management of staff recruitment and staff denloyment

- and utilization,. 1nc1ud1ng a system of remuneratlon, motivation and’ 1ncent1ves

to foster p051t1Ve job attitudes and a keen sense of accountablllty and
integrity in public officers. Some pertinent questions in this’ regard are:”
Whether prevalllng personnel management pollcy and practices suff1c1ent1y
motivate public servants? Whether training accords with natlonal and agency
development objectives? Whether public servants, including’ p011t1cians are’
sufficiently putlic spirited and penuinely committed to the cause of development
and the improvement of the lot of the disadvantaged segments of the populatlon’
Are the existing resources of public servants too old fashioned to be reoriented
to the new economic order. for AFr1ca or can some of them st111 be converted
-anﬁ what are the methods and reans for 801nﬂ thls?

‘Development Attltude

In the development of personnel ’or the publlc sector account has to be
taken <f the type.of new and technlcally complex jobs that they dare heing
called upon to execute under the LPA. In addition to knowledge oP'SueJect ‘matter
~in their fields of spec1allzat10n apé nrof9551onal training in adm1n15trat10n or
enterprise management, they would need to be development oriented. ' 'This reqU1res
that they acauire the appropriate. develonwent nhllosophy, concents ‘and practical
skills that are in accord with the objectives and strategles of the LPA, In this
regard they must become fully cormitted to, and promote the object of ultimate
economic independence for their home countries and for the region as a whole,

In designing their formal pre-service as well as in-service training, this
development attitude must be appropriately built into edvratlonal aﬂd training
programmes. =
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The puhlic sector is reaquired by the challenge posed Ly the LPA to play not
only the role of policy-maker, planner, im>lementor, incentive dispenser, promoter,
negotlator but also of entrepreneur. The putlic sector is expected to nlay an
1ncrea51ng role in the national effort to exploit natural resources and exercise
sovereignty over them. It has a role to play in givine Pntrenreneurlal leadership
to, the private sector both 1n transferrlnﬂ econonlc cotitrol to indigenous hands
and in reducing any ~adyerse ‘influence of 16¢cal transnatiordls. In the area of
intra- African cooperatlon and joint ventures the public sector could play a
51gn1F1cant role in actlng as pu‘llc arency for the operation of African
.multinational entereprlses

Materials Faﬁagement“

Consderable attention has Leen devoted to Bovernmental structures and ‘the
human element involved in the operation of st*uctures procedures and arrangements
for developrent administration. An asrect of the latter function which deserves
attention is materials management. The importance of materials manacement will’
be recognized when due account is taken of the s1ze of natlonal resources devoted
to the purchase and import of machlnery, equiprent, Taw materlals and other stock
needed for the 1mp1enentat10n of development nrojects and ‘cr ‘the nrOV1sion of
essential services. The administtation of these materials - ordering, shipping
andtransnortatlon, 1nventory, store keemnG and supp11es, ronstltute major
management tasks. The more intensive the national deveiopment effort the more
the importance of materlals management involved, both in terms of the management
of purcha51nc, stock ‘ané supplies and the amount of 1nanc1al resources involved.
Thus as.the 1mr1ementat10n of the LPA will demand 1ncreasing naterial inputs so
will procurement and supply managerent services in Afrlcan States ﬁeserve more
attentior and care.

_ Unfortunately, not much atteﬂtlon has been given to procurement and supply
management in the public sector of most African countries. The personnel
responsible for the service is Frequently not given proper recornition and role
in decision makinp and in status anc renuneratlon. Equally there has not been
enough concern over the waste of public funds resulting from the mlsmanaﬁement
of supply. contracts, inefficient management of stores, over-inventory and careless
handling of exrensive materials., It is therefore necessafy to review existing
policies, structures and arrangements, including the personnel in employment for
the management of public purchasing and supply services with a view- to eliminating
sources of inefficiency, corrupt practices and waste in public spending,

Accordingly, procurement and supply manasement services in the public sector
should review their role and functions in the light of the increased role assigned
to the public sector in the implementation of the LPA. Such a review sbould aim at
ways and means of securing enhanced integrity and efficiency in their employees, .
effecting economies in public qnendln and the elimination of avoidable waste.
Some of the measures may 1nc1ude sraf‘ training, professionalizatior of procurement
and supply function, cooperatlon with other African countries through intra-African
trade and forration of subreglonal and regional associations of government services
dedicated to promoting efficiency, economy and avoidance of waste in public
procurement and supply management.
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-Maintenarce. Management

Equaily deserv1n9 attentlon is maintenance management in public 1nvestments
This refers in partlcular to publi¢ works on which scarce foreign exchanpge’ Pave
been spent out of the development budget, cormputers, office eouipment and
machinery, public buildings, departmental vehicles etc. It is not uncommon thaf
considerable efforts are devoted to nurch351nf these capital items while apathy
prevails in their maintenance to ensure optimum life and service. Thus for want
of a screw nail expensive machines may e allowed to go out of use., Uhat is '
needed¢ is to treat maintenance function as important as, or perhaps more important
than, purchasing and installation of new rachinery; to provide resources for
maintenance management in the budget; to have trained personnel provide needed
maintenance services; and cultivating a rmore positive attitude of regard for
the use and care.of public property.

Training;pf Public.Servants

If public servants, including those running public enterprises ate to
effecitvely play the various roles expected of them under the LPA, they must
be sufficiently conscious of their tasks, be intellectually, professionally
and attitudinally attuned to their new functions. This requirement also pose
a challenge to public service training institutions and to other institutions
which provide programmes for their orientation. In this regard attention should
be given to the relevance and adequacy of courses in public administration, or
developnent administration, public enterprise management ancd public policy
making. The teachers of these courses therselves need reorientation within the
framework of the LPA so that they can in turn approprlately reorient their students.

For African public services to mrintain the level of efficiency required in
rapidly tranforming economies in terms of technology and 1ndustr1a112at10n there
should be continual review, renewal and strengthening of povernmental mach1nery
and public sector change agents. This means administrative reforms and management
improvements on planned, sustained and systematic basis. The necessary instruments
and policy guidance for such review and renewal rust be built into, and internalized
in every planning and executive organ of the govermment. The same applies to the
management of public enterprises.

(iv) Public Finance

- .. In line with the goal of ultimate economic self-reliance, the effective
mobilization of financial resources and their efficient deployment for the
implementation of socio-economic development is basic in any effort aimed at
achieving economic 1ndependence. Resource allocatlon through budgetary planning
and management would have to give due cognizance to the priority of priorities.
spelt out in the Monrovia Declaration of Commitments to Development Strategy
for Africe. . Accordingly, budget plarning, revenue collecting and tax administering
officials would need to be familiar with what the development priorities are .and
to appreciate their financial resource needs so that appropriate provisions
can he made,
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Resource tlohilization and lManarement

Efficiency and product1v1ty in resource moblllzatlon throurh dlrect and
indirect taxation and the officient administration of the use of these funds
will go a lonF way to ensure ‘that African States w111 becore less denenﬁenu on
external financing. This is particuldrly important in a cecade when all
indications point to dwindlins foreign capital in-flow, particularly development
assistance grants., It is thereForeanussary to find out whether existine machinory
for domestic resource mobilization. for tax administration and menarement of public
funds are efficient and no% suffering from any apparert lesbages. In this regard
the adequacy and relevance of the training of revenue and budget manarerent
personnel, their work attitudes and sense of duty and integrity would need to
be reQexamlned. As in other areas of public management, skills, attitudes and
inteprity can te improved throupb'traininﬂ and professional oriertation. Whatever
the effort it is the devotion of the man or woman who translates tax laws into
practical annllcutlon collects revenue, élsnenses tax incentives anc tax exemptions,
allocates funds and controls public 5pen€1nc who counts the most - the human factor.
Hence, the necessity to ensure that all he does is not just compliance.with financial
rules and budretary procedures, but that he performs his functions in furtherance
of national development goals and tarpets. :

It is expected that very close WOTPlFU relatlonshlp w1]1 exist hetween the
ministry responsitle for overall develonment plapning which has responsihility for
coordlnatlng action for the 1mp1¢mentﬂt1nn of the LPA and the ministry respensible
for putlic finance management and resource mobilization, This is necessary to
ensure that cdevelonment oriority anc resource allocation priority are consistent
and mutually re-inforcing. It is therefere necessary to review fow this relationship
and cooveration works in practice and what the areas are for effectins irmrovements.

In an effort to attract foreigm investments African States have evolved liberal
tax 1ncent1ves and other exemptions £t the rewlonal and suh-rerional levels
these liberal offers have tended to be competitive and net returns on their applicatioc.
are somewhat in doubt. It is therefore necessary to review these tax exemptions
for their costs and benefits, to exchanpe ideas with neighbouring States vegar ™ ng
their application and to explore the possitility of intra-African cooperatich or
sub-regional basis in order to harmonize tax incentive policies and maximize their
net benefits.

laste in Puhlic Spending

Waste in public spending is widesnread in Africa. More efficient utilization
of the available financil resources throush e{ficienrt programme Hudgetinp and
adherrence to developrent priorities will facilitate the achievement of development
goals., Similarly, better and sounder financial management practices couid make
availakrle resources achieve greater results., Attention should thereiore be directed
not only to exploring new areas for the impositon of taxes hut also to raling
sustained efforts to identify and plur lealages in public financial manageaent,
including public expenciture control.
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{v) Conclusion

The foregoing analysis and outline of nossible line of actior have attempted
to draw attention to various aspects of .the manpower and management issues in the
implerentation of the LPA. Essentially, the analysis focused on the human
factor input for the realizationoof the objectives and tarsets of the plan. -The
analysis is by no means comprehensive; it is largely iiidicative, meant to provide.
a lead-on to further vrobing of the hurman resource reaquirements of the LPA and
_to explore ways and means of meeting identified recuirerents to that lack of
executive capacity and capability and apathy among worlers will not forestall
the full and effective implewentation of the olan.- If the analysis of issues
and the guestions posed by the naper should throw some light on the requirements
and need for local action, and should lead the reader to investigate the issues.
and problems further with a view to finding suitable solutions to local situations,
then the purpose of the paper would have been fully realized.

In concluding this ﬁaper it is necessary to recall that the overall policy
objectives in the human resource sector which each member Qfate shoula endeavour
to pursue on a sustained basis are the following:

(i) the development of national capabilities for effective manpower planning,
cdevelopment and utilization and for development administration, including
. the mobilization and efficient management of resources;

(ii) promotion of employment and income rrowth for increasing numbers in
the labour force;

{(iii) cooperatlon and collective self-reliance in tralnlnc 1nst1tut10ns
building and utilization; and

(iv) integration of human resources development programmes in national
overall development plans, with such programmes deriving from the
skills, knowledge and management know-how inputs required in the
rroduction, distribution and services sectors of African economies.
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THE LACGC3 FLAIl OF ACTICHN FOR THE INMPLEMENTATION OF TPE MONTOVIA
STRATESY FOR THE FCONOI'IC DEVELOPMENT QF AFR’IC'\' '

CHAPTER IV, HUMAN RESOURCES NEREVELOPMENT AND UTILIZATICM

: The Surmit takes ncte of the situation in the development and utilization
of human resources in. Africs, princiral of which are the high rate of population
growth, the growing leval of wnewrloyment and wnderemployment, the shortage of
different types and levels of trained merrower, the high level of adult illiteracy,
the deficiencies in educational system and the lack of co-ordinated policies and
programmes of manpov ar training and the funding of traininp at the national level.
It also notes the varicus rPCu.h61dat*019 of the repional training development
conference that was hLeld in Addis Ababa in December 1979, aimed at providing
specific guidelines for zchieving development oriented educational and training
systems, T ‘ R - o

Peco"n~71ng the nced tn_qchlnve 1ncrpa51np reasure of self-rellancn in the
economic and other hphv;bs, the Summit stresses the importarce of trained manpower
as input to activities in the various production sectors and sunport services
as well as in edvcatlicn und training sector as producer. of skllls and know-how
for its own uveJ,,‘nd,feh otliar sectors, - :

The need for in-rz 1% ing eﬂplnympnt and income as a way to achieving hetter
living standards for the bull of the orulation particularly for the rural inhabitants
is stressad. o t“ls end, it is recessary to give adequate attention to :the
development of ;wGWge.uv" technolories and methods of training that will benefit
those in the pv Juction sectors at all levels, particularly in the informal sector.

Since Africu’s graatest osset is i<s human resources, full rohilization
and effectivz utilizotion of the laceur force Jmen, women and youth, hoth trained
and untraiped) for naticaal development und social progress should te a major
instrument of cevalopment. ’

The importance of scieptifis and technical skills and krow-how for modern
development cannct be cverenphasized. It is in this area that member States
are overdependent on imperted technical and scientific manpower. It is therefore
very cardirai and in accordance with th2 principle of self-reliance, that member
States should givn'spoc*al priority to the development of scientific and technical
manpower at all levelis, ncluﬂing the training of science and technical
teachers and instructoss

A primary objective of socio-econowic development is the. improvement of life
for the entire populaticn of o natiorn, The sttainment of this objective reauires
full participution of all segrents of the pepulation in gainful and productive
employment and provisiocn of all eszential services for enrichment of life
of the community. I+ nisc recuives cFfective rrogramnes of social welfare,
community develonient, cociusl security, and wobilization of the masses for
development «f public works and community services. :
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Regarding the immensity of the task of training to Le accomplished, lack
of training facilities in some fields ard scarcity cof financial resources, the
Summit urges mearingful co-operation amons member States in developing and
utilizing specialized regional, subregional and multinational traininr and
research institutions for training nationals in specialized skill areas, using
wherever possible, existing naticnal institutions as a base. Yhile co-operation
and collective self-reliance should be the cuiding principles in human resource
development, the Summit stresses that the rrincipal responsibility for manpower
training and employment promotion should ke seen as resting soguarely at the
national level.

The forepoing highlights of the A€rican situation draw attention to serious
manpower anc¢ employment constraints in major sectors of development. The situation
calls for action, determination and sustained efforts commensurate with the
challenge of menpower development that faces member States, if they are to achieve
self-sustained, internally self-generating socin-economic develonment. This
challenge calls for hard options and difficult choices. There is need to re-align
development priorities in order to emphasize the development of human resources
not only as the ohject of development but also as the custodian and mentor of
socio-economic development; as services of all the development as well as of
the terminal products and services of all the development efforts. The human
resource development sector in Africa requires positive action, if it is to
play its proper role in ensuine the continent's survival and prosress.

To ensurz that member States achieve a good measure of self-reliance in
trained manpowier and technical know-how; that the skill irnut into production
and service activities in the various sectors are assured and available as
and when needed; and that member States have adeguate policy and programme
guidelines in this important sector, the Sumrit adorts the following prorramme
of action: '

A, At Naticasl Level

The translation of public pronouncement at international meetings into
national action prograrme throurh:

The integration of manpower planning and proprarming functions, personnel
development, placement and utilization services into a Ministry of Mannower
Development chargzd with the responsihility of:

(a) undertzking realistic manpower assessrent, projections, planning and
programming and coniinuous monitoring of its development and rroper
utilization,

(b) developing a carcer capability for co-ordinating and planring manpower
development effc 't and monitoring manprower placement and utilization
on z continuous basis.
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~ Establishing and operating defiritive und comprehensive policy puicelines
for national training development and lesislative acts that not only leritimize
national commitments to human resources developrert hut also establish and
delineate the co-ordinatirg authority and functions of the following:

(i) Operational Training Administrative Guidance and Co-ordinating
‘achinery with a priviso. for its manning hy:

- a profession oriented Training/Sta®f Development Officer cadre
. deployed at the centre and in all centres of socio-econoric
activity, with established career and definitive scheme of service,
and one that derives its satisfaction from its own inner standards
of excellence and commitment to the development of its field of
practice-~training development, and supported by:

- sectoral/ministerial adv1sorzﬁcomn1ttees ir sectoral centres of
socio-economic activity or service rendering arercies.

- (ii) Malntalnlny a centrally administered Tralnlng_FunH tlat ensures steady
availability of funds to operate the training function and contrlbuted
to by all those that demanc and use trained manpower.

Establishirg and operating a Central Advisory Council ?eriving its membership
from sectoral committees, and charped with trainirg development ‘and utilization
SO as to ensure a timely availakility of trained manpower and its nroper
utilization advising on priority skill needs and }udlc10us utlllzatlon of
available tra1n1ng TesouLces,

Ensuring that rultination-rericnal-subregional project activities, related
to human resource development and utilization are incorporated in and reflected
in national policy puidelines, relatecd legislative acts and develobmert rlans.

e.g.(a) Multinationmal or Subregional Graduate Schools being reflected ir
national University Ckarter and Fcducation Acts.

(t} Appraisal of naticnal employment palicies providing for shared use
and co-operative exchanre of African exprertise.

Establlshlnp, operatlng and periodic review of training and deve]onnnnt
programmes, laylng emphasis on those with multiplier ef‘ect with priority to

(a) Sc1ence and technical teacher training;

(b} Training/staff develonment officer training;

(¢) tanagerial/executive and supervisory cadre development training:

(¢) Accelerated skill development programme in selected and key sectors
for industry, agriculture, transport and communications, science and
" technology, education, intecratior of women in develomment based on:



ST/ECA/PAIRY/YRF/5/¢1
Annex I
Fage 4

(i) Task andlysis and subsequent employable skills tralnlnp modular
.apnroach; :

(ii) Double in-takes or other cost-saving alternatives in post-primary
educational institutions;

(iii) Non-formal programmes in adult learning through Distant Teaching,
University of the Air, Workers Education etc.;

(iv) In- plant industrial training, teaching factorles and oevelooment
project attachment training.

Periodic appraisal and review of educational policy, training and practice:
institutional ancd staff capacity and capability:; and thé reforr and re-orientation
of curricula, course content and course offerings in a response to changinge
patterns in assessed future manpower demand.

Consolidation and integratior of fellowship and scholarship programmes and
‘1nanc1a1 resource for tralnlnp under one agency within a miristry so as to ensure
that:

(i) the avzilable resources are directed towards meeting the most critical
training needs so as to facilitate placement for study in areas that
are not Iocally or adeouately nrovided for;

(ii) the recepient'country or agency is able to determine by_itself thef
fields in which donors are to provide institutional® and financial
resources for training:

‘(iii) efficient and more equitable use is made of the available resources
for these areas with critical skill shortape, so as te ensure savings
in foreign exchange outflows;

(iv) commitments and national ohlipations for the support of regional or
multinational specialized training, research institutions as well as
related Fellowships and Training Programmes are duly honoured

Restructuring and streamlining of national administrative structures so that
they are not only capable of monitoring their own internal operations, but are
capable of implementing the activities and programmes, and are capable of
adjusting to the changing internal and external demands of devnlopment efforts
through:

(i) continuous monitoring of its own nerformance in relation to national
development effort, making necessary structural; resource (man/materials/
money) mix, and the plan it is executing; ,

(ii) -continuous review and monitoring of the application and effectiveness
of its rules, procedures, communication patterns, and rachinery and
re-adjusting them for better results;
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(i1i) settine up performance audit systems and units to ensure that (i) and
(ii) above are affected and institutionalized, and that open communication
systems, organizational development as well as nolicy examination analysis
and review process forr an interral part of the orsanizational performance
andit and renewal process;

{iv} -controllirg the proliferrtion of adrinistrative/orgenisational structure
in the lirht of resource demands of the econoric develonment efforts and
the need to rinirgize covernwent orerntioral costs:

(v) maintaininy an efficient merit system “or tlie attraction, retention,
motivation, training and career development of putlic servants to
enuste the use of staff motivated by:mternal stanfards of excellence
and commitment to development objectives in the discharpse of their duties,

~- Adopt. rolicies and measures that would ensure increasing reducing in the
depencdence on the use ~f foreign experts and skills and at” the same time promote
the training of nationals in technicel co-oreration UIO]eCtS and foster the
employwent of African -expertise within. the Tegibn,

Deve10ﬂ1ng programmes: for training rural inhabitants and those in informal
sector in various occupations and adapting such training to improve indirenous
skills and technologies. This measure should nrovide for fundamental and
comprehensive review and overhaul of prevailing methods and technicues of training
and adult learning for the acquisition of s¥ills, transfer of techﬁdlbpies'and
know-how. .The role of non-formal training methods and media in the training
of the masses of the populat1on should he piven adeauate recognition and supnort

To be able to respond to-the'increasing‘deﬂand for more technical manpower '
input in nroduction sectors, esveciallw in resmect of inﬂustfy and agriculture,
.as well as in science and tec“no]oay, the 'skill-rix ratio in the preduction
of scientists, techrnicians and srtisans should be increased to 1 scientist to
5 tecinicians to 30 craftsmen and artisans.

Improved income opportunities and painful emvloyrent for youth and school
leavers should remain one of the principal objectives in developrert activities
in all production and service sectors. Such a policy should be reinforced with
effective skill and managerial training programmes in the informal sector,
especially in the unorganized entrepreneLrlal econonic act1v1t1ps in urhan
perlpherles.

Attention should be given to propgrammes that improve the auality of life
and the verformance of workers through immroved nbtrition, better housing,
medical ancd health care and healthy environment, The requisite ranpower at,
all levels, for the execution of programmes and activities contributing to
tiie irrrovement of the quality cf life, should therefore he develoned and
efficiently utilized.

The development of a nation reauires collective efforts of thre whole
population; therefore, measures should »e taken to ensure full and effective
participation. ‘
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B. At Rerional and Subregional Levels

The recuired action at these levels would of necessity be directed to
reinforéing national action throush providin~ sudelines for, and facilitating
action in, marnower cCevelopment and utLllzqtlon The programme strategy
thereforé" emphasizes co- operatior and collective selp reliance in ranpower
resource throur1

(1) manvower studies and prevaration of rannower proplles arcd training

. programmes in spec1F1c branches and product lines in the main production
sectors and supporting services, thus providing guidelines for the
formulation and intiation of training programmsas at national levels
designed to meet manpower Tecuirements:

(ii) support for an information and rlacement service facilitating the
~ identification and employment 0¥ African experts ard consultancy
orranisations such as is heing operated bty the FCA nrograrme for
promoting the use of African experts and the cevelorment of indirenous
consultancy services;

(1iii) adontion of employment policies that permit free movement of labour
within subregions, thus facilitatinp ernloyment of surnlus of trained
ranpower of one country in other member States lackinpy in that recuisite
skill,

Effective supnort for, and full.use of the facilities of regional and sub-
regional training and Tesearch institutions through prov1d1ng “unds for the
operation of, and sponsorlng the training of nationals in spec1allzed regloral
subrepional or multinational training. institutions. .Co- ~operation and collective
seélf-reliance in manpower developrent can orly bhe effective when African States
pool their resources to develop and operate newly established training and
research institutions in support of thc manpower reguirements of priority .
development sectors and product lines, and to strengthen and ma* full use of existing
institutions. '

Sunport for the OAU/ECA Co-crdinated and adninistered Expanded Training
and Fellowshlp Programme for Africa which aims at tralnlng 2000 Africans in five
years with nriority to the manpower requirements of the various priority sectors
and product lines already mentioned; to the development of the tenching and
research staff of regional and- stheg;onal institutions; to exnerience transfer,
and to evolving an African TCDC ir wntilizing available training “acilities within
the region. This programme needs a minirum operational budpet of US$1.5 rillion
a year as well as training places. Supnort by African States are required through:

(1) financial arants for the oneration of the programme;

(ii) provision 'of fellowsb1rs. scholarships and trainee places through
OAl: and ECA for the en-Flt of other memher States;

(1ii) nominatinp nationals for training under the prograrmes, including
student and teacher exchange arrangements;

(iv) providing regular information on national training ard scholarship
facilities available for traininy nationals of other African countries.
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C. International Action

The principle of co-operation and collective self-reliance which African
States have adopted recognizes in respect of human resources development and
utilization that African countries must first help themselves individually and
collectively in striving fro survival and progress. FHowever, international
support in aid of human resources development is welcome as supplerentary to the
African self-reliant effort. Such assistance should be seen and reparded as
reinforcing the national, repional and wuitinational developrent efforts that
African States must make in order that there can he development and progress.

In this effort the continued and active collaboration of all international

agencies within the United Mations syster and other international, inter-governmental
and nor-povernmental bodies should be effectively mobilized in support of national,
subregional and regional effort for human resource development and utilization.
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MANPOWER AND MANAGEMENT-BASED DEFICIENCIES IN THE CAPABILITY AND
CAPACITY FOR THE IMPLEMENTATION OF THE LAGOS PLAN OF ACTiON

. The Lagos Plan of Action paid attention to a con51de*at10n of the capabilities
of meber States to take needed action towards the implementation of the LPA, In~
some sectors” this took the form of stock-taking of the deficiencies in manpower
and mandgément capabilities. This was an 1dent1f1cat10n of skill-gap in terms
of manpower availability, skill requirements as well as mdnagemen:i capability for
the implementation of the plan. The main weaknesses identified in the plen are
hereunder summarized in terms of both gencral and sectoral manpower situation.

I.  General Situation of Executive Capacity and Capabilifies

1. The will to develop, to make the sacrifice, to geniunely co~»-rate, to
choose among difficult options and determine realistic p-ioritics, and
. to support multxn"“lonal training and research ianstitutions.

2. Inadequate institutional infrastructure for specialized training in
critical manpower areas and research for development due to: lack of
funds for the right type, level, and quantity of teachers and instruclsors;
for equipment and laboratory facilites; to develop rew ccurse offerince
according to manpower needs; to finance R and D; and to sujport multinstions”
training institutions,

3. Absen.e of certain specialized training and res.arch facilities ot national
or regional levels,

4, Irrelevance of curricula and course contents in formal educaticaal systems
in terms of skill-knowledge base for manpower developm~ant and the divergonce
~ between education and the natural resource endowment 1nc sccio-econoric
melieu of the country,

5, Shortage of middle-level technical and supervisory staff resulting in less
than optimal utilization of highly trained senior staff,

6, Shortage of teachers, instructors and trainers, especially those for
vocational, science and technology subjects.

7. Unfavourable job attitudes: the beggar/dependency attitude, public ethics
and integrity; lax attitude to self-help and to exert cne's efforts; public

property mentality.

8, Mal-utilization of available trained manpower: wunderutilization, destruction
of initiatives and motivation, inefficient deployment and usc.of trained
manpower; underutilization of women for productive work in modern sector,
and of the armed forces for public works.
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II.

10.

11.

Lack of Balance in the Arts/science/technology mix in formal education
courses available to the productive workforce. Too many educated

persons without functional manpower skills and too few with the capability
to use their hands, brains, creative minds and talents to innovate and
solve development problems.

Over-reliance on use of foreirn technical assistance and open-market
nired qualified personnel, especially manaperial and technical personnel
and techinical consultants,

Ineffectiveness in development nlanning ard implementation capabilities,
particularly in respect of nachinery and institutional arrangements
for human resources plapning, employment planning and training needs
assessnent fortraining programming.

Specific Deficiencies -at Sectoral Level

1.

4.

[N

Food and Agriculture

i. Insufficient attention .to nolicies for promoting productlvity in
agriculture and improvement of rural life.

ii. lleaknesses in cavability to tramslate policies inte concrete action
- programmes.

Matural Resources

i, Lack of information on naturzl resource endownent over large
unexplored areas.

Lock of adequate capacity (capital, skills, technology) for the
develonment of Lknown resources.

["H
[V N

Industry

i. Lack of modern industrial culture anc the associated technology and
and job attitudes.

Lack of adequate supply of technical, menagerial and supervisory

ii.
skills for the operation of industrial processes and design.
ii.- Underdevelopment of entreprensurshipz outside trade and agriculture

sectors, .

Science and Technology for development

i. Ineffectiveness ol existing national machinery in coping with
endogenous technology development.

ii. Vagueness in the concevtion of science and technology policy and
its contents.
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iii, The inability of existing science (and technology) education to
produce students with skills essential for development and the
inappropriateness of clinical settings for essential skill acquisition.

iv. The inappropriateness of existing machinery for the regulation of
technology transfer transactions,

v. The low level of priority accorded to science and technology,
especially in financial allocations.

5. Energy

i. Shortage of qualified manpower, especial technical and managerial
personnel.

ii., Lack of a national energy policy in most African countries and the
non-integration of energy activities in overall national development
planning efforts.

iii. Lack of real political will for promoting genuine cooperation in the
energy field.
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HANPOWER AHD hANAGE IENT REQUIRLMENTS FOR THE
IMPLEMENTATION OF ThE LAGOS PLA OF ACTION

The following is an outline, sector by sector, of the manpower and management
- requirements indicated in the Lagos Plan of Action:

; I. Food and Agriculture

Food Losses: trained personnel in the construction of storage facilities, grain
stock management and in forecasting and early warnlng systems.

Livestock: a main area for action is training, establishment of subregional
training centres and workshops on livestock production, slaughter-
house practices and poultry and small stock development.

Forest Production: increased training at national and reglonal levels of forest
professionals, techinicians and guards.

Extension Service: training efforts should concentrate on extension workers who
should in turn, focus their work on rural youth and women, Extension
institutions, especially farmer training centres, need to be strengthencd

Agricultural Services: strong institutions should be developed for rural development
planning and monitoring, data collection, provision of agricultural
credit and inputs, efficient transport marketlng, agro-industrial
development and storage and nrocessing

Implementation and lonitoring: high priority should be given to building up national
capabilities in the identification, preparation, exetution and evaluatior
of agricultural development projects. FAU; in collaboration with ECA
and other relevant agzncies, should expand its training programmes in

. this field. Regional an¢ sub-regional seminars/workshops should also
te organized. ‘

IT. Industry
To achieve 1.4% of world industrial broduction and achieve a2 good measure of
self-sufficiency in food building materials, clothing and energy during the 1¢30-
1990 decade requires:

the development of hurman resources to ensure that they are xully mobilized
in the industrial development process.

Requirements for the achievement bf,industrial development:

i. At the national level:

Establishment of training facilities Hr technical personnel which will
meet the requirements at all skill levels.
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Training of Africans both at supervisory and intermediate industrial
management levels should be given higl prierity so as to lessen Africa's
dependence on foreign managerial competence.

Establishment of institutions responsible for promoting industrialization,
in the field of studies, research, standardization and other services.

i1, At sub-regional and regional levels:

Strengthening existing institutions (Africzn Regional Centre for Technology;
African Regional Centre for Engineering Design and Manufacturing; African
Industrial Development Fund etc),

Optimizing the utilization of existing training infrastructures and
strengthening of existing training centres for effective use by nationals
of the various African countries.

iii. At the International level:

In their relations with other developing countries African countries will
in particularly strive to implement joint technical training programmes.

I1I. HNatural Kesources

Strategy for the 1980s includes:

Undertaking comprehensive manpower, technology and capital needs surveys

- for natural resources development activities with a view to enabling the

" countries to pool their resources for the implementation of national and
African multinational natural resources development programmes and projects.

Strengthening existing national and African multinational institutions
dealing with natural rescurces development and conservation activities at

all levels, including training, research, production, processing, fabrication.
marketing, finance, etc. and the establishment of new ones.

To enable African Covernments to exercise sovereignty over their natural
resources, they should take all necessary measures through the development
of the relevant human and instituional infrastructures to establish
indigenous technological capabilities in the exploration, processing

and exploitation of their natural resources.

Establishment of joint facilities for applied reseérch, spééialized"
services and training.

Mineral Resources: Training in- all .aspects of mineral resources development
of high level specialized personnel as well as of medium level technicians
from African member States in order to alleviate the shortage of qualified
manpower and to reduce the dependence on overseas expertise and specialized
services. :
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Active participation of member States-in, and support for African
multinational mineral resources development institutions and the establishment
of additional sub-regional mineral .resources centres.

Water Resources: Institutional strengthening - National Water Committees;
at regional 1eve1 an Interﬂovernmental Ccmmlttee on water for the African
Region, : ,

Cartography and Remote Sensing: Member States should actively participate and
support regional training and service centres in cartography in order to
reduce the costs of each producing needed manpower.

IV. Human Resources Development and Utilization -

Action at the national level

ijanpower Planning: Integration of manpower plamning, development, placement and
utilization functions into a Ministry of Manpower Development to undertake
realistic manpower assessments, projections and programming, and to
co-ordinate manpower development effort and monitor manpower placement and
utilizatlon effort on a continuous basis.

Training DeveIOpmentE Establishing and operating definitive and comprehensive
national training development policy guidelines and legislative acts that
provide for the following functions:

- Training guidance and co-ordination machinery with a profession
oriented Training/Staff Development Officer cadre and sectoral or
ministerial advisory committees. :

- Centrally administered Training Fund that ensures avallability
’ of funds for manpower training

- Establish a Central Adv1sory Council with representation from
sectoral committees. and charged with training development and
manpower utllizatlon responsibilities.

- Ensuring link between multinationallsub—regionallreglonal projects
on human resources development and utilization and national policy
guidelines and development plans.

- Periodic review, establishment and operation of strategic training
developmént programme activities, especially in science and

' " technical teacher training; training/staff development officer
training; management/executive/supervisory cadre training.

- Task analysis and use of skill training modules.

- Double intakes and other cost- -saving alternatives in post-primary
educational 1nst1tut10ns.

- Non-formal programmes in adult learning.

- In-plant industrial training, use of teaching factories and project
attachment training.
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Educational System: Periodic appraisal and review of educational vpolicy and
training practice of institutional and staff capacity and capability;
reform and reorientation of curricula, course content and course
offering in response to changing patterns in assessed future manpower
demand.

Consclidation and integration of fellowships and scholarship programmes
and financial resources for training under one agency within a ministry
to ensure that:

- available resources are directed to meetlng the most critical
training needs;

- efficient and equitable use are made of available resources for
training in skill shortage areas;

- commitments and national obligations for the support of regional
or multinational specialized training and research institutiomns
are duly honoured.

To be able to re5pond to increasing demand for more technical nanpower
input in the production sector, especially in respect of industry and
agriculture, the skill-mix ratio in the production of scientists,
technicians and artisans should be increased to 1 scientist tc 5
technicians to 30 craftsmen and artisans.

Other training priorities: Adopt policies and measures that would ensure
increasing reduction in the dependence on the use of foreign experts
and skills while encouraging the training of natiomals in technicul
cooperation projects and fostering the employment of African cxpertise.

Developing programmes for the training of rural inhabitants and those

in the informal sector in various occupations and adapting such training
to improve indigenous skills and technologies. 'The use of non-formul
training methods and media in the training of the masses of the population
should be given adequate recognition and support.

Improved income opportunities through gainful employment for yoith and
school’ leavers should remain one of the principal ovjectives in development
activities in all production and service sectors. Such a policy should

be reinforced with effective skill and managerial training programmes for
the informal sector.

For increased quality in manpower resource more attention should be given
" to programmes that improve the quality of life and the performance of
workers through better nutrition, better housing, medical and health

care and healthy environment.

Public Adninistration: Restructuring and streamlining national administrative
structures so that they are capable of monitoring their own internal
operations and the implementation of the activities and progrumres that
they manage through:
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- setting up performance audit systems and units.

- controlling the proliferation of administrative/organizational
structures in the light of resource demands;

. - maintaining an efficient merit system for the attraction, retention,
o motivation, training and career development.of public servants.

At _Sub-regional and Regional levels

' Progranimé strategy emphasized cooperation and collective self-reliance in
manpower resources through:

-~ manpower studies and preparation of manpower profiles and training
programming in respect of specific branches and product lines in
the main production sectors and supporting services;

- support for information and placement service facilitating the
identification and employment of African experts and consultancy
organizations;

"< adoption of employment policies that permit the free movement of
labour within sub-regions.’ :

Intra-African cooperation and self-reliance in human resource developrent
directed to:

- effective support and full use of regional and sub-regional training
" and research institutions through providing funds for the operation
of these institutions and/or sponsorship of the training of nationals;

- pooling resources to develop and operate new and specialized training
and research institutions which need to be developed in response
to manpower requirements in priority development sectors and product
lines;

- strengthening and making full use of existing institutions; support
for the ECA co-ordinated and administered Expanded Training and
Fellowship Programme for Africa.

International "Action

International support in aid of human resource development should
supplement and reinforce, national, regional and multinational development
efforts.
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V. Science and Technology

National Action

a)

b)

Establishment by each African Government of a national "Centre'' for Science
and ‘Technology for Development that is capable, inter alia,of: initiating
and monitoring the national science and technolegy policy, and preparing
national science and technology plans; organizaing programmes of training
manpower in science and technology policy formulation and planning;
initiating policies in science and technology manpower development and
utilization.

Deévelopment of human resources for Science and Tecnnology, involving
-the following specific activities:

i. Surveys of scientific and technological minpower needs in all sectors
‘and the. determination of the mix of professional manpower requirements
~on which development should be based.

ii, Development of technical entrepreneurship through training technical
manpower on ‘learning by doing'' method; introduction of management
courses in engineering and technician training curricula, and
broadening the training of engineers to include practical elements
of technology.

iii. Establishment of training programmes in technical fields where there

are acute shortages of manpower such as production engineering,
industrial design, chemical engineering, metallurgy, etc.

iv. Development of programmes to train and encourage more women to enter
- science and technology as a profescion.

v. Hobilization of the adaptlve technology potentials of ‘the informal
sector.

vi. 'Mass popularization of science and technology through "learning by
- doing" method. :

vii. Large-scale curriculum revision compaigns aimed at making scientific

and technological education and training more relevant to the development
needs of the local African environment,

viii. Tralnlng of science and technology trainers and instructors.

c)

ix. Adopting measures aimed at reversing the "brain drain' of African
scientific and technological manpower.

Development of infrastructure for Science and Technology Base, through
among other measures:

i. Appropriate machinery for the development and transfer of technology
such as will, among other things, regulate the technological and other
activities of transnational corporations so as to ensure that they make
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positive comiributicnz, to the developo~nt of indigenous techanleg cal
skills, the generation of leeal cmalevient upportunities, the {ronsier

of technological and manag<rial knowledge to local di: .2idut-v . and
g

Establishment and strsngthaning of 2 national centre for technology

ii,
information acquistion, processing ond disseminaticn.
iti. Institution building for the development of technology, theo

of, tranzfor and au-;-;'f n of technology for educating and
scientific and technzlogical raupowst at various levels, and fd‘

finansidg scicnce and technelogy develepment act1v1tled.

iv., iob 111?1?16n or irvdiacnou:. techuel gy potentials in the ferasl and
infornl soctours through Ln;LJL;pf for the in-plant voc.tionsi
training of indigenous pevsonrel in the verious fields of industrinal
produstion,

-

At -ub:;ggfo‘j‘wﬂﬂi Cpfdonal levalo

o a ’_-Kni

ztions of rogicnzl and sub-repionzi in CETLSVITYRnT 1A
5 in Africa, toch in terms of finapcial. soyors

Su-port for the operst
‘technclogical instituticn:
and their uso,

Establiciinent of uultinational aching Companies” as thes "eungingering

e
equivalentr’ of teaching hospitals.

Establichment of regionzl and sub-regional Technical Consoltancics,

Wt -
1 LT

Establishacnt of Centres of Licellences for Training and Rescarel
techuslopy Zor deﬁnlcpment.

Deveulopment of Ruchenge Progra—wnes for Women for the iaprovensnt of Hiilis,

The

Communications: &qqr

Rai

Internatigg;i level

Finoncial sesistance in the devalop"“nt of vorious science wind tecnirology
infrastrusiuccs and reg;onxT aad suuur‘f’”nal science and technelery

Al

training anid rossay. l iastitusionc listed ahove.
VL u5E0“+ argt Fommtd::htloﬂs

rcquzv““f‘ts uonder the Docade Progru&mu ave outlined as xolluwl:

wer developrent and training in telecozmusizaticns, boil
operational. and nauacgerial ng‘&Whﬁf, This requirc: the cstablizinent of
training contres at astionnl oo suo-regional levels in *h, voricus fields
of teleccmmmications operations apd the organizations <f speciclly
orientcd sominars and workshonds .,

lways and rail transpori: ‘Iraining prograames at all levels to laprove

opevutional aud manugerial techniques,
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Maritime transport: A large manpower training is needed and includes the

the construction of two regional maritime academles as well as national
nautlcal colleges.

Ports: The importance of training for all categories of port staff has been
stressed in various identified projects.

Air transport: Training projects have been stressed; the construction of
a few regional schools has been recommended.

Inland water transport: Setting up of river craft schools.

Broadcasting: “atting up and improvement of broadcasting, training institutes
and manpower devilopment.

Postal services: Training of personnel.

VII., Trade and Finance

Intra-African trade: Training of experts in foreign trade expansion.

International Negotiztions: African States should take steps to establish
appropriate structures for the training of qualified senior officials
in international economic relations and negotiations.

VIII. Economic and Technical Cooperation

No specific indications in the Planm,

IX. Environment and Development

Onec¢ " 'the various priority areas requiring immediate action in Africa is
environmental eduv-ation and training, legislation and information:

Calling for the creation of national programmes in environmental education
to develup environmental consciousness in the population; improvement

of legisiation and law enforcement to protect the enviromment; and the
collection and dissemination of environmental data.

Institution Dbuilding: National coordinating machinery should be established
to monitor environmental problems for action, develop environmental
education and training programmes and advise on environmental legislation.

International action: Provision of educational soft-wares on the environment,
training facilities, scientific equipment to establish environmental
mcnitoring centres, development of environmental protection legislation
and data bank on environmental information.
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X. The Least.Developed African Countries

One of the main QbJectlves and measures to be attained by every African
LDC is the following:

Full participation of the pcople in the development process. The development
of national-capabilities should be accelerated in order to utilize efficiently
and exercise full control over their natural resources and. lay a strong
scientific and technological 1nfrastructure fbr rapld economic growth and
transformation. )

o

To fulfil the foregoing objectives priority action must be piven, among others to:
- training of farmgrs in the use of improved techniques;

~  the development of a national education and training programmes with &

" Vview to ensuring-an appropriate linkage to the production process as
well as to internal and external market1ng activities and to product
development -

- the improvement of thelr deve10pment planning and admlnlstratlon,
- including data‘collection, processing and dissemination in order to
strengthen their capacity in the formulation. and implementation of
- plans and programmes-as well as:to facilitate the monitoring of progress
' ‘at the regional and international levels.

XI. Energy

Hydrocarbons:  Training of cadres and technical staff Iﬂprospectlng for and
exploiting oil deposits. African experts should be nlaced at the
dlsposal of member States who ‘80 desire. :

As medium and long-term action, the establlshment of machinery to
coordinate activities and formulate policies for natiomal development
~and utilization of hydrocarbons.

' ‘Establishmént of training and research institutions in the field of
fossil fuels exploration, development and utilization.

National arrangements for controlling and managlng activities involving
hydrocarbons should be strengthened.

New and Renewable Sources of Energy: [Lstablishment of sub-regional and regional
machinery for cooperation and coordination of solar energy activities
in Africa.

Nuclear Energy: The necessary technical cadres should be trained and research
encouraged so as to follow techological developments in the utilization of
nuclear energy and to make the right choice.

Premote the establishment of an African Nuclear Energy Agency with a view
to follow up developments in nuclear technology, formulate and harmonize
nuclear energy development programmes in Africa, and provide manpower
training in the nuclear field.
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XII. Women and Development

Humanpower and management development requirements for women active participation
in development are diverse and spread through all sectors. Selected instances of
education, training and management development needs are given below.

Education and training: All projects for increasing and diversifying the ‘
education and training of women and girls must be planned and executed .
within the context of overall national plamning for humanpower needs ‘.
National educational policies and programmes must take due cognizance
of the national economy and employment objectives in order to provide

_education and training geared to equipping women for effective participation
in the economic life of Africa.

In formal education special efforts should be made to ensure that girls
- with the ability to advance to higher levels of education or specialized
tralnlng receive education and. tralnlng suited to their aptitudes.

Adult educatlon programmes should be geared towards increasing awareness and
full participation of women in modern world of science and technology.

In respect of training the number and var1ety of vocational 1nst1tut10ns
for women should be increased; vocational training should be encouraged
and valued; priority should be put on the training of trainers with
equal access for girls and boys and special consideration to appropriate
agricultural technology; and training should be offered to women in the
field of promoting management and administration of cooperatives.

Training for formal and- informal employment in business, commerce, industry
and. handicrafts: Women should be trained in all aspects of running small-
scale industries and of trade management, marketing and cooperatives, and
apprentlceshlp system in handicraft training should be encouraged.

Traanlng women for thelr multlple roles.

Egplozgent. Possibilities for women's self-employment could be increased by
the provision of guarantee or .loan funds for small and medium-scale
enterprises . in urban and rural areas. :

Communications and mass media: Training of women for careérs in journalism
and specialized training for journalists in the particular problems of
women,

Increasing women's access to the media.
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XIII, Development Planning, Implementation and
Management; Statistics and Population

Planning: Emphasis should be given, among other things, to the eradication
o' mass poverty, unemployment, underemployment and the satisfaction of
basic needs.

Better utilization of human resources in agriculture anc the development
of scientific research centres related to adequate extension services.

In technology emphasis should be put on the acquisition, development
and utilization of labour-intensive techniques and to take this aspect
into consideration during the selection and implementation of projects.

In plan formulation and implementation appropriate steps should be taken
to ensure the strengthening of the planning machinery at the national
level, and a greater integration of national plans within sub-regions,

Statistics: Each government should institute appropriate mechanism for
collection, processing, evaluation, analysis and dissemination of data,
These mechanisms should ensure proper linkage between data collectors,
analysts and users.

Population: Nationals must be trained to undertake the collection and
analysis of demographic data. In this regard support should be given
to the existing training centres.

The current excessive rural-urban migration calls for the establishment
of a programme of planned distribution and redistribution of population
tied to policies and programming for human settlements and integrated
rural development.





