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PREFACE

Restructuring of the education system under the current
reform plan in Jordan is, finally, intended to.enable the system 10
produce technically skilled high quality occupational workforce
which the country needs to invigorate and sustain its labor-based
economy. Vocational education, being the key to attaining the long-
term outcomes of the reform, occupies a central place in the
reconstructed structure of education system. For achisving the
vocational objective the Government plans to channel as much as
50% of male and 30% of female secondary school students into
vocational education tracks. Presently, the responsibilit)}""’ for
providing vocational/technical education and training is shared by
at least three different authorities: The Ministry of Education, the
Ministry of Higher Education and the Vocational Training

Corporation.

Despite its crucial importance, the investigation of
vocational/technical education and training situation in Jordan has
not received the attention as much as it deserves to take its. proper
place in the national system of education.

The NCERD, in this regard, requested USAID's support 1o
commission a team of international- experts to help conduct a.
comprehensive nation-wide assessment of vocational and technical
. education. The Academy for Educational Development (AED) was .
_ selected to do this task. The team started its work in collaboration
with the NCERD staff iin 1989, but the work was interrupted due to
the Gulf Crisis. On normalization of the conditions, however. the
AED team made a second visit during December 1991. This report
"An Assessment of Vocational and Technical Education in Jordan" is
a result of the coordinated efforts of the AED team of experts with :
NCERD and USAID. _ ]

Through its eight sections the report touches upon all- the
aspects of vocational/technical education and training in Jordan.
Naturally, due to their centrality, systemic and structural
components of the vocational and technical education systems have

received relatively better treatr'rwent than -others. Starting with the

labor market demand, the report details the vocational education
and training systems at the Ministry of Education, the Vocational
Training Corporation, and the Community Colleges; then it goes on
to discuss such vital issues as financing vocational and tech®cal
education, modification for excelience, and development cost

estimates.




|
Although no single rLaport, however exhaustive, can be
expected to provide a!lj answers, the thought-provoking
recommendations stated in the concluding part of each section
provide excellent ideas and practical solutions that should be
further explored and discussed by the policy planners and

concerned parties more seriously.

Only research-based timely and trustworthy information can
help policy planners make informed decisions. Nothing less would
suffice for Jordan to design, develop, and implement an efficient
integrated national system of vocational/technical education, and
training. This report is a commendable effort but only a step in the
right direction which should be followed up by many studies
conducted more intensively, exhaustively and rigorously.

Victor Billeh
President NCERD
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‘ Executive Summary

An-!executive summary is usually prepared so that the report reader has a quick
overview of the key findings. It is not meant to be a substitute for the report and there
in lies the danger. The caveat is that the executive summary does not include all the
important findings especially in a large study such as this.and it is important to read
the entire report, especially the recommendations. The reader should also be aware
that the team lost six out of twenty three work days scheduled for the study due to
extreme winter weather conditions which closed Amman offices and schools thus
imposing significant limitations on the assessment. -

Economic Trends and Implications for Labor Demand

The economy in Jordan is in crisis due in part to the Gulf war but also the severe
foreign debt adjustment problems prior to the war. With some 300,000 returnees who
were working in the Guif area and sending money home now back in country, and the
unemployment rate at around 17%, the outlook for the future is far from bright. There
is little to indicate that there will be major new manufacturing opportunities for expor
products or major untapped natural resources to produce new income. Additionally,
the returnees have put a severe strain on the social services. :

Despite the dismal outlook there are some positive aspects in that the country has
been encouraging foreign investment and is actively pursuing potential markets in new
areas such as leather fabrication and clothing. Expanding exports of gypsum also
offers some hope for new markets. Additionally there are signs that Jordan’s isolation
from the Gulf region as a result of the war is beginning to normalize and ultimately
some of its pre-war markets should return....

However, it will be some time before large numbers of Jordanian expatriates return to
take up jobs in other countries. A further limitation is the desire of mc_)st Gulf countries
to train their own citizens to fill their manpower needs, especially in skilled labor. As of
1990 there were about 155,000 unemployed and approximately 750,000 employed
(both sexes) in Jordan. The Industry sector employment is difficult to ascertain since
establishments with less than five employees were not included in the available
surveys and they represent about half the work force. The figures given for the
Industry sector are 77,500 or roughly 10% of the work force. On the other hand the
Social Services sector accounts for 48% or 362,100 workers largely employed by the
Government. Demand in the Industrial sector is expected to grow by less than 10%/yr
for the next five years. Even though the GOJ plans to reduce recruitment in social

services, there will still be a need for clerical workers and managers for next five years.

Moderate demand growth is expected for the Services areas at 3-4%.
Vocational and Technical Training Systems

Jordan has two main programs at the secondary level for preparing skilled workers,
the Vocational Training Corporation (VTC) and the Ministry of Education (MOE). Both




provide training for students in the 11th and 12th grade of the public school system.
VTC's program is primarily for the preparation of apprentices with the class time
divided equally between training in school shops and laboratories and training in
business and industry. A third year of full-time in industry apprenticeship is available
for students wishing to achieve the craftsmen level objective. MOE programs use the
same curriculum but do not provide training in industry. Students taking the MOE
program take the diploma examination at the end of their two.years and may qualify to
go to a two year college or enter business or industry. MOE programs are more
heavily targeted toward training for business while VTC focuses on training for
industry.

VTC provides not only apprenticeship training but extensive short term courses and
other services to industry. Some idea of its size may be ascertained by the fact that in
1991 it enrolled about 13,000 trainees in its 16 training centers, roughly 92% of its
capacity. Approximatsly 6,000 of the trainees are in the apprenticeship system.

MOE, with vocational programs in 42 schools, in 1991, enrolled about 20,500 students
in seven major categories with the largest number in business education (8,300) and
the second largest number (5,500) in industrial education. Thus VTC and MOE
together enrolled about 26,500 students in all vocational areas with roughly 11,500 in
industrial programs or 43%. The output of industrial graduates annually, not including
" attrition, can be estimated at 4,750. The number of program graduates who enter
industry is difficult to ascertain since required military service faces all graduates.
Further, many MOE students go on to college.

Technical training is provided by the community colleges (CC) both public and private.
Currently, there are 61 licensed CC's administered by over 30 different agencies with

12 colleges administered by MOE. In 1991 about 2100 students were enrolled in
engineering courses, 2100 in para-medical, 1650 in computer science and 125 in
agriculture. The annual output would be about 3,000 technicians without considering
any attrition.

System Plans For Expansion

There are two major forces driving the expansion of vocational and technical
education programs. First, the demand for labor market and second, social needs
based on the average Jordanians desire for more education. The national Board of
Education has advocated having about 50% of 10th grade males and 30% female
__graduates_entering the vocational training stream for the 11th and 12th grades. This

latter pressure becomes a major force in the planned expansion.. Reservations were
expressed by the vocational leadership about meeting these goals.

i
VTC has planned a comprehensive expansion program to accommodate to the
projected needs. A major portion of the expansion is the development of the World
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Bank funded Amman Standard Testing and Training Center which will provide for five
new trade training laciitiss and covan ofHor Drograns &b sy Giiered elsewhere but
needed to supply the Amman aréea. When operating at full capacity the facilities can
accommodate 1400 trainees thus adding about 16% to VIC's capacity in 1893. In
1992 VTC expects to expand six existing centers to accommodate an additional 155
apprentices annually. By 1996 VTC has plans to add five new training centers for
males and seven new centers for females and these may be expected to provide
training for an additional. 1200 apprentices. | -

- MOE, on the other hand has no current plans for expansion of its vocational training

system. It should be noted that it has an unused capacity of 25-30% or about 4,000
‘students (1989-90 data). There are about 5100 currently enrolled in MOE industrial
programs.

Given VTC's planned expansion there appears to be additional capacity for 2755
apprentices for a total of about 8800 by 1996. Of this number about one third would
be graduating each year or 2900 - not including any attrition. Add to this MOE's
capacity if fully utilized of about 24,000 of which half would be available each year or
12,000 from all vocational programs. The total annual output for all vocational
secondary programs would be in the neighborhood of 15,000 in round numbers,
again, not including any attrition.

Community college expansion is difficult to quantify. There appears to be adequate
tacilities for expansion to meet the projected demands for an additional 5700
technicians in all categories by 1995. Equipment requirements, however, will be
significant. MOHE has no current expansion-plans for technical training programs.

Analysis of Expansion and Manpower Projections

The relevance of the planned expansion for vocational and technical training may be
analyzed in relation to manpower demand, social needs and the capability of the
country’s economy to suppor the effort. It is impossible to accurately predict skilled
manpower needs by sector because of two major factors: (1) many trades or
occupational skills appear in many different sectors, e.g. mechanics, welders, and
secretaries appear in all insustries; and (2) available data exclude 50% of the work
force involved in small enterprises, many of which involved typical skilled trades, e.g..
carpenter, plumber, electrician etc. Since these factors prevent a sharp focus on the
current labor market picture the. analysis of manpower needs that follows must be
identified as guesstimates. The data shows that a total of around 12,000 new
employees will be needed in the Industrial sector over the next five years with about
4,000 needed in 1995 alone. in 1995 VTC will have the capacity to produce about
2900 graduates and MOE up 0 3,500 industrial graduates (attrition not included) for a
total of 7800. If 30% of the industrial workers were unskilled, the actual need for new
skilled workers in 1995 would be in the neighborhood of 2500. if the attrition rate for




vocational graduates were 25%, then about 5800 would actually graduate from the two
systems. lt is important to emphasize again that the available data at best only
provide some indication_of direction and magnitude. The indications are that VTC with
its expanded capacity coupled with MOE’s output is likely to exceed the country's
needs for skilled industrial manpower by 1995 and the years between. However, the
oversupply may not be as great as indicated since the demand for skilled workers in
enterprises with less than five employees is unknown; and the demand estimates do
not reflect the need for replacing workers. Additionally, job opportunities for so-called
“ndividual jobs" appear-in sectors other than industry. In the Business Education
category MOE graduated about 2,700 in 1991. The 1991 demand for the Business
service sector was estimated at 250 new entries. If the annual output remained the
came, by 1995 MOE would have produced 13,500 graduates for a total of 4000
projected available jobs in that sector between now and 1995. Again, the numbers
are only indicators and do not represent actuality, but they point toward an
oversupply. It should be noted that different approaches were used in interpreting the
manpower demand estimates for MOE and VTC, but the end results produced
essentially the same indicators, i.e., pointing toward oversupply.

Expansion and the Economy

A major part of VTC's expansion has already been funded by the World Bank loan for
the Amman Center. However, the estimated budgets for 1992 through 1996 all show
a heavy deficit reaching JD 6 million by 1996. MOE vocational programs show a.
deficit of JD 4.4 million over the next five years and MOHE technical programs a shon
fall of JD 1.2 million. The total for all three"entities is JD 10,575,000 or about $16
million dollars over the next five years. It is clear that'each of the three training
systems will need to reassess their expansion plans against available funds and a
more realistic analysis of skilled manpower needs. Given Jordan's limited economic
development opportunities, it is critical that decisions made by the three systems
should be reviewed and coordinated by a national policy council as recommended "
the report.

Recommendations

The report details a comprehensive set of recommendations for each of the three
systems. Special emphasis was given to improving management with a managemen:
information system, establishing advisory committees, increasing authority for training
directors, and enhancing planning capabilities. The need to coordinate competency
based curriculum development, provide for a greater variety of instructional materials,
establish standard procedures for curriculum review, and develop guides for cost
recovery projects was emphasized. While some programs had frequent contacts with
business and industry there was an evident need to formalize the approach through
the development of policy manuals and administrative staff training programs.
Linkages with international training organizations were also encouraged. In the area of

4




staft deve\opmé’nt a plea was made to provide MOE vocational instructors and

technical college teachers with the same teacher training program as provided for

VvTC. Additionally the strengthening of VTC's teacher training program was

. recommended in the areas of shop organization and management, adapting
programé to students with special needs and others. Staff training in establishing and
operating vocational industrial clubs and in developing cost recovery programs was
recommended.

Finally, the report identified the need to develop a national policy council to coordinate
all vocational and technical training in Jordan to reduce overlap, improve the quality
and cost effectiveness and better serve the needs of students and employers. The
report alsc made recormmendations on how to improve the public’s pgrbeption of
vocational and technical training and the need 10 develop @ professiona\ organization
1o strengthen personnel development.




L BACKGROUND

A. Project Objectives o .
The major purposes of the project were to: (1) assess the effectiveness of the vocational
and technical education sector in meeting the demands for skilled labor; (2) examine
future skilled labor demand for Jordan and the region and the potential impact on the
vocational and technical education system; and (3) determine what improvements need
to be made in the system and how they could be implemented so that future labor
demand can be met (See Appendix I-A for Scope of Work).

B. Methodology

1. Analysis Matrix

As a means of ensuring careful coverage of all elements of the scope of work, an analysis
was made of all task involved and these were placed in logical groups with appropriate
assignments for each consultant. The matrix is shown in. Appendix I-B as Prefiminary
Task Responsibility schedule. :

2. Phase |

The assessment was conducted in two segments, Phase | was concerned with data
collection and familiarization with the three training systems the study was to address; I.e.,
the vocational streams of the Jordanian high schools, the Vocational Training Corporation
(VTC), and the technical programs of the community college system. Concurrently, an
assessment of skilled manpower needs was to be initiated. Prior to the consultant team's
departure from the United States, they were provided a variety of descriptive documents
and reports to study so that they would have some knowledge of the systems they were
to review. In Jordan, two counterparts were provided (through an AID subcontract) to
assist the team in gathering data during the two weeks the team was on site for Phase
. The team also developed the instruments for surveying a sample of industrial
employers and employees. Additional data needs were identified for the counterparts to
pursue prior to the team’s return for the three weeks of Phase Il. During Phase |I, the
data was to be analyzed, gaps identified and filled and the dratft final report prepared for
discussion, review and revision before the team departed.

The team’s initial visit to Jordan for Phase | was made from August 5th through the 18th,
1990, during which the Iragi-Kuwaiti crisis developed. It should be noted that the Team'’s
field visits were significantly reduced due to the crisis. The resuft was a very limited
opportunity to assess facilities, equipment, programs, students, and staff. in light of the
situation, Phase Il (scheduled for late October) was put on hold and it was decided by
AlD/Jordan that an interim report should be prepared since there could be an extensive
delay in implementing the second segment of the project.



. LABOR MARKET DEMAND

A Introduction - An Overview of the Economic Climate in Jordan

Every indicator points to a crisis in the Jordanian economy. Compounding an alreaay
struggling economy in the pre-Gulf war years are: loss of grants from Arab States, loss
of remittances from workers abroad, loss of traditional markets in Arab.Gulf States, anc
the intlux of returness from Gulf states which has resulted in high unemployment and
unexpected expenditures to meet the severe strains on social services and other
measures to accommodate the returnees. The Country’s large forsign debt problem puts
an adcitional burden on Government'’s ability to mest the needs of its population.
Limited mineral resources and arable land, pius chronic water shortages (except for this
year) pose obstacles for Jordan in its attempt to develop new economic growth and tc
overcome the severe negative imbalance of trade. The strong positive aspect of a skilled
“human resources base is counter balanced by a very high population growth rate which
places heavy burdens on educational and health services, housing, transportation and
communications infrastructures. The influx of returnees from the Gulf States adds to the
woes besetting the country. ‘

There are, however, glimmers of hope as the public and private sectors join forces to
overcome the formidable problems. New export markets are being pursued, new minerai
deposits such as bentonite, show potential for exploitation, and the investment climate is
being made moere attractive to foreign involvement in the economy.

These and other efforts are a challenge to the Jordanian educational and training

institutions to meet the requirements for new and upgraded skilled manpower n
emerging industries and growth in the others. Some specific industries and occupatlons
with potential for growth are udentmed later in this report.

B. Labor Market
1. Labor Force
Table lI-1 provides estimates of the labor force in 1990 develcped from informaticn

provided by the Department of Statistics in February 1992. The population totals are
derived from population estimates developed by the Nationai Commission on populaticn

published in March 1991. The derivation of the active population was necessary because

the Department of Statistics (DOS) based its estimates on persons aged 13 years and

years 15-19 years, etc.
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During a review of the interim report with Mr. MacDonald of USAID/Jordan|and Or. Victor -

Billeh, President of NCERD, it was decided to expand the second phase to include a
component on the financing of vocational and technical education. A fifth team member
was added to address this area. Specifically, the intent was to review the financing for
the past five years and the next five years in terms of shortfalls/surpluses, an analysis of
funds available to support the system and recommendations for other sources of financial
support. Recommendations were also requested on how the efficiency in use of financia!
resources could be improved.

3. Phase |l

Phase Il of the assessment was conducted from January 29th through February 23, 1892,
Extensive field visits to schools and colleges were planned but were unexpectedly scaled
down. The cause this time was the worst winter Jordan has had in over 40 years with
two different blizzards closing offices and schools for six days! Although the team
worked at the hotel with documents on hand, it was not possible to use other resources
at the team’s offices at the Nationai Center for Educational Research and Developmen:
since it too was closed by the storms. The loss of six out of 23 work days seriously
impeded the assessment especially in relation to data expected from the field visits tC
schools and colleges. (See Appendix I-C for list of field visits for both project phases.)

The activities of Phase Il were similar to the first phase in that extensive meetings were
held with all the key leaders of each institution, visitations were made by team members,
according to their assignments, 1o Ministry of Education secondary vocational programs.
Vocational Training corporation training centers and institutes and community college
technical programs both public and private. -Given the curtailed time due to the winter
storms, the very rough draft was rushed to completion in time tor the meeting cf
representative of each of the three concerned institutions, AlD/Jordan and the contract
team. See Appendix I-D following for a list of those attending. Each team membe:
presented his section of the draft report followed by a discussion. At the end of the
" meeting representatives were requested to write their recommendations on their dran
copies and submit to the team. Comments were received from all concerned and the
team gathered additional data and drafted revisions on their last work day.

The final report prepared, at the Academy ‘or Educational Development offices -~
Washington, required extensive work by all of the team ir light of the constrained -
country field studies. Despite major difficulties of the Gulf war and severe winter storms.

the final report presented her’e*sh’oui'd*providefs'igﬂi—ﬂeantfhelpftofdondan,in,mmg the

critical decisions for vocational and technical training in meeting both manpower and
social need§.



Table Ii-1

The Labor Force Status and Sex of Persons

- Aged 13 Years and Over in 1990

POPULATION -~ - - MALE FEMALE TOTAL

Total Popuiation 1,777,000 1,676,000 3,453,000
PersonsAged 13 yrs. + 1,144,000 1,097,000 2,241,000

The Labor Force Number . % Number % Number %
Empl. In Gov't 278,000 - 24.3 47,200 4.3 329,400 14.7
Empl. In Pvt. Sector 377,500 33.0 41,700 3.8 423,500 18.9
Total Employed 655,500 88,900 762,800

Unemployed 113,300 9.9 39,500 - 3.6 154,600 6.9
Total Labor Force 768,800 128,400 907,500
Unemployment Rate 14.7* 30.8* 17.0*
(Unemplqyeg/ Total labor force = Unemploymentrate)

Not In the Labor

Force 375,300 968,100 1,333,000

Student 290,600 25.4 250,000 22.8 542,300 24.2
Housewilfe . - : . 660,000 60.2 647,600 28.9°
Disabled 35,500 3.1 21,900 2.0 58,000 2.6
Retired 21,700 - 1.9 1,100 0.1 22,400 1.0
Other 27,500 2.4 35100 3.2 62,700 2.8
L.F. ParticipationRate 67.2* 11.7* 40.5*
(L.F.P.rate= Labor Force/Populationof 13 yrs. and older)

L.F.P.rate (18 yrs. & oider) 84.3 14.4

Note: Row and Column figures may not add to totals because of rounding.

*Except for these with an asterisk, percentages were provided by the DOS. The number and
percentageof the unemployedmay be largerthan stated here becausethe DOS. data may have

been collected prior to the return of large numbers of persons from the Gulf region.
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As seen in the Table, 67 percent of the male pOpUILtion (13 years and older) was actve
i, she labor force as either employed or unemployed. For male workers, 18 years and
older, the rate went up to 84%. For females, the respective rates were 11.7% and 14.4%.

Employment of both sexes totaled about 750,000 with about 150,000 persons
unemployed, providing a total unemployment rate of 17%. Employment was accounted
for by about 88% of the males and 19% of the females. The respective unemployment
rates were 14.7% and 30.8%. The private sector employed about 56% of all workers, but
more than half the female workers were employed in government.

2. Industrial Composition )
The industry composition of the economy is difficult to ascertain because about half of
total employment is accounted for by establishments with less than five employees, and
such establishments are not covered in the periodic survey of non-farm firms. Some
measure. of employment by sectors can be obtained by applying the 1988 proportional
distribution of economic sectors made by the Ministry of Labor to the 1990 estimates of
employment. ‘

Table 1I-2
Employment by Economic Sector 1990

Economic Sector Percent Distribution Emgloy'ment
- (1988) 1990
Agriculture 7.6% 57,200
*Industry . 10.3% 77,500
Water and Electricity 1.6% 12,000
Construction 10.0% 75,300
Trade : 10.0% 75,300
Transport and Communication 9.0% 68,000
Business Services 3.4% 25,000
Social Services ' 481% , 362,100
Total 100.0% - 752,900

* Includes mining. _
Note: Columns may not add to totals because Ci "C.

As seen in Table lI-2, Services and other NON-goods pr v - industries dominate the
economy. Services alone account for over 50% of all employment.
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3. Occupational Composition

As noted, the occupational distribution of the total work force is difficult to ascertain
because about 50% of employment in Jordan is among establishments with less than 5
employees. Additionally, without the data for these establishments it was not possible to
convert them to 1990 estimates. o B

Among the non-farm industries in the 1989 surveyed establishments, the occupationa:
patterns are what one would expect in a services-dominated economy, Le. large
proportions of professional and technical skills :and clerical workers 10 support them.
When the data are dis-aggregated for the manufacturing sector, one finds ‘a distributior
relevant to goods producing activities, three-quarters of the workers are in production
occupations as shown in Table [I-3.

Table {I-3
Distribution of Workers -
Occupation Manufacturing Other All
Non-Farm Non-Farm
Prof. & Tech. 7.4% 40.2% 34.9%
Admin./Mars 3.2% _ 2.3% 2.4%
Clerical 6.2% ., 20.6% 18.3%
Sales 2.5% 1.8% 1.9%

- Services 4.1% . . 16.3% - 143%
Agric. 0.2% 0.3% 0.3%
Production 76.3% 18.5% 27.8%

100% 100% *7 100%

The Services sector will continue to be the largest employer in the country, despite plans
to reduce government recruitment. As such, professional and technical workers wi!
continue to be in demand. Implications for skill training for other workers in this sectc:
'~ include: clerical supervisors, secretaries and typists, bookkeepers and cashiers, computer

operators, other clerks, building supervisors, security guards, auto mechanics, machine
operators, motor vehicle drivers, stone masons, freight handlers, and crane operators.

As efforts to increase the manufacturing sector bear fruit, trained workers will be required
to meet the demands for growth and replacement in such occupations as bakers and
cooks, tailors and dressmakers, glass and ceramic workers, rubber and plastic
processing workers, freight handlers, motor vehicle drivers, chemical processing WOrkers,
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foremen, and workers in leather. |

4. Non-Jordanian lL.abor .

Increases in non-Jordanian workers during the 1880's were accompanied by rising levels
of unemployment. One reason given was that "Jordanian labor market entrants were
increasingly well educated and were not seeking unskilled jobs of the kind that
immigrants began to absorb (Birks, et al). This is illustrated in the following tabulation of
educational attainment of workers in establishments with 5 or more employees in 1983,
._.comparing Jordanian workers with Egyptian and Syrian workers, who comprised the bulk
of foreign workers as shown in Table li-4 below. (Egyptian workers accounted for about
80% of all foreign workers.) '

(3

Table 1i-4
Nationality Educational Attainment
Number Less than Secondary Dplama
: Secondary - and above
Jordanian (210,630) 46% 14% 40%
Egyptian ( 11,413) 89% 6% 5%
Syrian ( 1,025) ‘ 87% 7% 6%

-

The number of foreign workers cited in the tabulation above presumably reflects these
with work permits. The Ministry of Planning estimates the foreign population in 1990
be about 200 - 250,000. The Minister of Labor has reported that 162,000 Egyptian are
working in Jordan, while only about 10,000 have work permits. (Jordan Times, Feb. 8.
1992).

. Much of this is due to the fact that non-Jordanian Arabs have to pay JD 100 per year tor
a work permit (other foreigners pay JD 300). For unskilled workers in Agriculture,
Construction, and Service industries that could amount to 1 or 2 months wages. Non-
Jordanians made up 55% of all workers in Agriculture and 32% in construction (DOS);
presumably mostly unskiIle*d*wo*rkers.*@rrthe*other*handrindus—t—ries—suehfasftextilesfand
leather goods are heavily dependent on skilled workers from countries such as Egypt and
~ Syria. Similar dependencies exist in skills such as Copper casting. (Jordan Commercial
' Centers Corporation, Feb. 8, 1992).

Dependence on non-Jordanian labor will continue for years to come. The need for
unskilled, low paid labor in Agriculture will rise as land and production respond to
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growing investments and the introduction of new methods for increasing productivity and
output. Foreign skilled labor will continue to be required in other industries until
Jordanians can be adequately trained to replace those leaving due to attrition.

C. Labor Market and Education

1. Sources of Labor S'upoly

The major source of labor is the educational and training system in Jordan. According
to a Ministry of Labor reportin 1988, over 50,000 new entrants were available to the labor
market and about one-third had less than secondary school completion. Unemployed
persons also add to the pressure of a labor market in which supply greatly out numbers
demand. For example, of non-student Gulf returnees who were 15 years of age or older,
a significant number (19,000 or 46%) were seeking jobs in 1991 (NCERD). Additional
~ pressure on the labor market comes from non-Jordanians who.provide a continuing flow

of workers, albeit for unskilled, low-paying jobs. The increasing competition for available
jobs is illustrated in the dramatic rise in the number of applicants for government jobs and
the equally dramatic decline in the numbers and proportions appointed as shown in the

following Table 1I-5.

Table lI-5
Job Competition
Civil Service 1981 1985 1990
. Applicants 7,175 23,854 47,555
Appointments ' 6,188 5,771 2,346

% Appointed 86% - 24% 5%

Birks, et al, projected the Jordanian work force to increase 4% per year through 1995,

which is somewhat higher than the anticipated average population growth rate of 3.7%.’

perhaps taking into account the immigration flow of non-Jordanian workers. Applying the
4% growth rate to the 1990 estimates of the labor force, results in the following growth

through 1995.

GROWTH OF THE LABOR FORCE 1990-1995 (000)

1990 1991 1992 1993 1994 1995

907 943 981 1,020 1,061 1,103
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2. Educational Attainment of the Employed

Jordan has a reasonably well educated work force as seen by the following tabulation
from the household survey conducted by the Department of Statistics in 1990 as shown

in Table ll-6 below.

Table 1i-6
Survey of Educational Attainment of Empioyed

Educational Attainment = Male Female Total
Less than Secondary 49.78% | 15.8% 45.8% 4
Vocational 2.5% 1.2% 2.3%
Secondary 26.0% 21.9% 25.5%
Coliege 10.5% 42.3% 14.3%
University 11.2% 18.6% 12.0%

Total 100.0%  100.0% 100.0%

Household survey data represent the total labor force in all economic sectors -and in all
size establishments. Thus the data emphasize the premium put on education by
Jordanians. The data also reflects the needs of a services-dominated economy with its
requirements for sizable numbers of professional and technical skills. Not seen above,
survey data show that about 90% of the work force had attended school of some kind.

Of some interest is the larger proportions of educated females than males in these
sectors, which may reflect; (1) women graduates as teachers and nurses, and (2)-women
striving to compete with men by attaining higher educational qualifications.
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3. Education of the Unemploved

As seen in the following tabulation from the 1990 household survey, the educational
profile of the unemployed resembles the profile for the employed, with a few exceptions
as shown below. .-

Table 11-7
Survey of Educational Attainment of Unemployed

Educational Attainment ~ Male Female Total

Less than Secondary 47.9% 14.1% 38.9%
Vocational 3.5% 2.0% 3.1%
Secondary 27.5% 25.9% 27.4%
College 12.5% 49.5% 22.4%
University 8.2% 8.4% 8.2%
Total 100% - 100% 100%

Those at the extremes of the educational attainment categories made up lower
proportions of the unemployed than they represented among the employed.. In other
words, those with less than a secondary education (the least qualified), in relation to their
occurrence in the labor force, were less likely to be unemployed than their counterparts
in the other educational categories.. As is common in most counties, persons with low
educational attainment will take the low-paying, -unskilled jobs spurned by the better
educated. Of notable interest is that 16% of the unemployed females had less than a
secondary education, while over 50% had college degrees or higher. For males, it was
the opposite as about 50% had less than a secondary education and about 20% had
college degrees or higher. OtHer survey results briefly are:

- Males accounted for 73% of the unemployed.

- The incidence of unemployment was much higher among females than
males:; 30.8% vs. 14.7% ‘

- 54% of unempioyed males had been previously employed:

- 78% of unemployed females were new entrants to the:labor market.

4. Emplovers’ View of the Labor Market
| .
In the fall of 1990, a survey was conducted by Dr. Fathi Arouri and graduate students
from The University of Jordan to examine employer and employee views on Jordan's
labor market and training efiectiveness and on factors felt to be important in affecting the
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productivity and profitability of business operations. The survey covered several broad
areas of inquiry:

. Factors felt to be important in determining profitability (costs, market demand.
Government regulations, the availability of skills, etc.);

. Sources and methods of labor recruitment;

. provision of on-the-job training;

. the use of outside skills-development sources; E

. employer views on outside training sources (e.g., vocational education or
apprenticeship programs); and

J respondent opinions cf he quality (productivity) of their work forces.

\

Responses relating to employers’ views on labor recruitment, training, training sources
and the quality of their work forces are summarized here. Details on the sampling design
are presented in Appendix lI-A. The complete survey and results are shown in Appendix
II-B for employer and Appendix II-C for employees.

a. Factors Affecting Productivity and Profitability

Respondents noted a great many factors that they felt had significant influence on the
profitability of their firms. Specific skill shortages were considered as "very important” by
only 37% of the respondents, as noted in Q-8h ("Q" refers to the survey question and "8h"
to the number). Of greater importance were general productivity problems; i.e.
motivation, attitude, average productivity, and management/supervisory skills. As might
be expected, the most significant influences on profitability were felt to be local market
demand (considered as ‘very important'~ by 73% - of respondents) anc
materials/equipment/supply costs (considered as'very important' by 71%). Wage costs
ranked next in terms of importance accorded by respondents.

A separate question was asked concerning which two factors respondents considered
most important, but no codes were provided by the Jordanian team, so this summary
statistic could not be calculated.

b. Sources and Methods of Labor Recruitment

In terms of factors considered to be important in the setting up of firms (Q. 10), markez
availability and investment requirements were considered the most important (86% listec

each as "very important'). The availability of management was considered as an
important constraint by more respondents than was the availability of qualified employees.

Seventy percent of the firms indicated that they generally recruited labor, and 63%
reported that they increased the number of their employees over the last year (Q. 5). At
the same time, 30% of the firms samples reported that they were operating at below 60%
of capacity, and only 25% were operating at above 90% (Q. 7). A variety of recruitment
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sources were reported:. labor offices; advertisements oOnN radio, TV or newspapers,
professional associations, and various combinations (Q. 12b). Notably, ittle use seems
to be made of lists from such institutions when they were recruiting. This raises questions
about the strength of linkages between private-sector employers and the skills-
development sector. This will be elaborated in a later section.

When hiring new employees, respondents considered experience and attitudes/motivatior:
to be the two most important factors in their decisions (Q.13). interestingly, education
seems less important a consideration than tecnnical training (39% considered education
~ as "very Important", while 47% considered technical training to be so). Both factors were
considered as "not so jmportant" by an equal percentage of respondents (16%). There
is a likelinood that respondents interpreted "technical training"” to mean ‘technical skills”
(which might include on-the-job training) which would be consistent with other responses
in the survey.

C. Internal and External Training

Relatively few respondents preferred to train their work forces internally. The majority
(59%) seemed to want a combination of pricr training by outside institutions or througn

on-the-job experience, coupled with specific in-house training (Q.14). 81% of the sample

indicated that they provide on-the-job training, but the content of that training could Not
be discerned without greater probing than time permitted.

Some 56% of the respondents indicated that they have difficulties finding specific skiiis
which is somewhat refiective of the atomistic nature of Jordanian industry. Many
employers seemed to feel that their equipment or production processes were SO
specialized as to require "hands-on" practice with internal supervision. Slightly less than
half of the respondents (40%) felt their internzl training could be handled by the VTC, bt
they sometimes indicated that their training was SO specialized as to cause outsice
training to be uneconomic-{Q. 19). Still, some 23 firms (41%) indicated that they do send
employees for outside training.

Much of this appears to be in the form of short courses or seminars. Only 4 firms (6%
reported sending their employees to the VTC for outside training. At the same time, 70%
of the respondents indicated that they provide training for outside sources, presumably
through the apprenticeship component of the VTC (Q.22). 64% of the firms indicated that
at least some of their employees are graciates of the VTC, which is the same number
_as that for graduates of Ministry of Educe:ion programs. Over 60% of the firms that
employ graduates of vocational programs rated those graduates as "much better" than
their other employees (Q.24). Another 30° rated those graduates as no better or even
worse than other workers. The remainge” =" “on was not applilcabie to their

experience

H=r R

Respondents seemed favorably disposec o availabie vocational training with 76% rating
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such programs as "rather good". Excluding the "don't know" or “inapplicable" responses.
the favorable response rate rises to 90% of the sample.

d.  Quality of Employees

Question 26 was designed to elicit employers’ assessments of the quality of their work
forces. Despite favorable impressions of available vocational training programs,
respondents noted quite a few problems relating to labor productivity. For.example, 35
respondents (79%) felt that their employees required too much supervision, and another
31 (44%) felt that their workers "know how to do their jobs, but they don't always do their
jobs well." Exactly half of the respondents agreed with the statement, "When hiring a new
employee, | don't really want a worker who is already trained. Just give me pgople who
are motivated and disciplined, and I'll teach them what | want them to know.*% In general,
respondents seemed more concerned about the noncognitive aspects of worker sKills
than about specific skills necessary to perform particular tasks.

8. Recommendations for Improvement

Question 28 attempted to elicit respondent recommendations for improvements in
vocational education/training programs. Although 17 respondents (24%) indicated that
they had not really thought of the problem, the pattern of responses is extremely
consistent. The evidence reinforces the notion that respondents are most concerned
about noncognitive aspects of job performance. Thus, 80% of the sample agreed with
the statement that programs need to stress more "practical experience" and "less theory".

Seventy-seven percent felt there was a need to "teach students better discipline" and 91%
stressed the need to "teach students to be'more interested in the quality of their work."
Other questions called forth similar agreement: the need to teach multiple skills, the need
to provide exposure to the types of machinery and equipment used in private industry,
the need to update curricula, the teaching of "better attitudes" (91% concurred that this
is a needed step), safety awareness, instructor upgrading (i.e., more on-the-job
experience for instructors), and improved contacts between employers and
representatives of the vocational training sector.

Employers were generally well disposed toward the available vocational training in
Jordan. However, their recommendations and answers to some of the questions indicate
that the training institutions need to be more responsive to industry needs by having
more contact with employers and by making training more relevant to the employers’ on-

the-job operations.

5. Employees’ View of Training

The survey of employees’ section of the study discioszu .m8 interesting and valuable
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data which can be used to improve vocational training. Some 22% of the respondents
were working for the company where they had trained, and this experience had tended
to increase the level of confidence at work for 16%.

. a. Education

Some 58% of the respondents had completed military service. With regard to education
and training, 38% indicated they had completed community college programs, 30%
secondary vocational education, 10% Vocational Training Corporation, and 5% had some
form of apprenticeship training. More than 47% had taken short term training after
finishing the above, and 56% had taken further.formal training.

Opinions varied regarding what was most helpful in preparing persons for current jobs.
Education was cited as being most beneficial by 19% of the respondents; work
experience was thought to be best by 25%; and 50% said vocational training had the
most helpful in preparing them for jobs they held then.

b. Training Value

" Response to questions about the value of training showed that some 53% felt the training
was useful or very useful in their current jobs, 68% indicated their first job was directly
related to the training they had received, and 78% said their education helped land their
first job. Only 21% said it did not help. More than 72% felt their education and training
helped them perform better in current jobs, and 26% said it made no difference. During
military service, 21% said they worked in positions directly related to their training. Tc
improve performance on current job, 52% felt further skill training was desirable, and 46%
said new training would increase their chances for better jobs.

Althéugh 38% of the respondents said they had completed community college programs,
only 9.5% said such training had been very heipful in their current jobs. Of the 30% who
had completed MOE vocational programs, only 11.6% felt that training had been helpful
of the 10% who had completed VTC programs, some 22% felt the training had been
helpful in preparing them for current jobs.

Generally, employees rated their training as being satisfactory, however, they felt some
improvements were needed. Some 36% felt instructors’ practical knowledge needed
attention, 37% said audio-visual materials needed improvement, and 25% said the
instructors’ theoretical knowledge needed improvement.

c. Training Improvement A i
Opinions were sought concerning improvement of training at VIC, MOE, and the

community colleges with 47% indicating that training needed to be more practical. Only
29% felt hand tools were sufficient and only 24% felt equipment was in required operable
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condition for good instructjon. Some 18% indicated the need for additional training
immediately-following military service, while 53% wanted a refresher course. More than
27% stated the programs needed better instructors, and 10% said they needed different
courses. Surprisingly, 74% indicated they were happy with their current job.

d. Guidance and Placement

Guidance in making an occupational choice apparently was viewed with mixed emotions
by the respondents. While 32% said their schools had such a guidance program, only
19% said it was helpful to them in making an occupational choice. Some 64% indicated
their schoo! did not have an occupational guidance program.

A

Employees were asked who or what agency had helped them obtain their first job. They
reported that relatives had helped 21%, the education or training instructors had assisted
7%, and MOE had helped 3%. No source of help was identified by 52% of the
employees. Placement remains a problem.

e. Conclusions

From the above, it can be stated that vocationai education and training programs were
viewed as being worthwhile, but improvements were perceived as being needed. The
technical training received in community colleges was thought to have been worthwhile
by only half of those who had finished those programs. The consensus seemed to
emerge that improvements are needed in staft upgrading, equipment management and
repair, and too!l availability.

D. Potential for Employment Growth

1. Special Proarams for Gulf Returnges

Several programs have been set up for persons returning from the Gulf region through
special, short term training at the VTC training centers. Unemployment is an immediate
problem for the returnees, Nearly half of all non-student returnees, aged 15 years anc
older were unemployed (NCERD). B

Some returnees have financial resources to wait out the situation or to establish new

businesses relating to the ones they had conducted in the Gulf e.g., trading . Others,
(about 10%) because of their experience and skills, are already employed. Still others
with experience in foreign markets will prove to be an asset in helping local exporters
find and exploit markets abroad, and in developing new businesses for domestic and
foreign markets. The VTC has set up special shor-ierm courses to provide returnees
with marketable skills. In the long run, as international relations return to normal, the
returnees’ problems will abate.
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2. Export Promotion and Reqgional Markets

Informed observers seem to be in agreement as to the areas for potential growth in the
export economy. The same products are cited time after time. They are:

The traditional exports :

Chemicals - paints, shampoos, cleaners
Petroleum products

Phosphates, potash, and fertilizers
Pharmaceutical '
Plastics - (Country already has 100 plants)

Projected growth exports .
Food processing

Leather goods

Garments

Machine spare parts
Bentonite (gypsum)
Business consulting services

Plans for upgrading quality and promoting exports in the textile, garment, and leather
goods industries have been developed through a collaborative effort among Government.
the Private Sector, and the UNDP. Vigorous attempts are being made to enter the
European and other world markets. It should be noted that there are several critics whe
are dubious about the ability of the two industries to make major inroads on those
markets because of the strength of existing competitors.
However, these efforts are not wasted, one way or another. In due time, relations with
the Gulf States will return to normal, and the improvements made in the Jordanian
products will enable them to regain their traditional markets. The Jordanian comparative
geographical advantage will come into play.

Another potential assist to the development of Jordanian products for export would be
further - exploitation of the natural gas reserves, to provide domestic feed stocks for the
production of plastics and other chemicals.

3. Import Substitution and Domestic Demand

It is impossible to discuss external trade without noting the heavy imbalance of imports
over exports. Although the differences have narrowed significantly and exports have
increased over the years, the imbalance remains a drain on Jordan's foreign reserves and
balance of payments capabilities. Between 1984 and 1990, the value of imports rose 61%
while exports increased 143%. However, the negative trade imbalance grew 31% to JO
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one biHiorp (D.0.S). At first glance, the situation cries out for import substitution and the
protection of domestic production by raising barriers to imports. However, this poses a
problem if Jordan wants unlimited access to other markets without encountering

reciprocal trade barriers. L

is increasing, fueled by one of the world's highes: growth rates, and the domestic

demand for goods and services will also increase dramatically. In other words the

domestic market should not be ignored.

v
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E. Implications For Training In Jordan

1. Industrial Areas

The ILO Mission to Jordan in late 1989 (Birks, et al) estimated GDP growth rates for the
various economic sectors over the period 1990 to 199s. The rates per year are as
follows in Table |-8.

Table 11-8
Sector GDP Growth Rates

Agriculture 10% o

Industry - 9% (for the first year and 15% thereafter.) -
- Water & Electric 3% .

Construction 1%

Trade T 3%

Transport/Communication 3%

Business Services 3%

Social Services -3% (the first year, then 2% thereafter.) |

em with ,emplo,yment.—Heweverrinfvxew*o*f"the events that have transpired since the
team’s first visit, the projected rates are probably over optimistic, except berhaps for
Agriculture, as will be explained below. The demand mode! posited below in Table II-9 is
based on best guesstimate derived from conversations with officials, observers, and
extracts from other sources. : ‘
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The shortcomings in using a demand modﬁal based on GDP projected growth or cther
variables need to be noted up front:

. The projections of GDP themselves are guesstimates.

. Employment projections by sector need to start from a reliable base. In
Jordan this is a problem, because detailed information by industry arc
occupation is available only for establishments with 5 or more employees,
which cover about half of total employment. -

. Data from the post-Gulf crisis year are not yet available, so available data
reflect a different economic setting than now exists for sector employment,
which has been affected, inter alia, by the loss of markets and the influx of
returnees. \

. It has been noted in several studies and verified by the results of the
Employers’ Survey sponsored by this team in 1990, that many plants suffer
from significant amounts of excess capacity, so that increases in output In
these firms can be achieved without significant increases in employment.
Only 24% of the surveyed firms indicated that they were operating at 80-
100% capacity.

. A demand growth model does not provide estimates of the need tor
replacements. Manpower requirements arise from the need to meet the
demand for growth and the need to fill jobs vacated through death.
retirement, and other reasons of attrition. Industry and/or occupation
attrition rates are needed to factor this need into the model; neither was
available. Therefore, the model posited below does not include estimates

- of requirements to replace workers leaving the jobs.
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Projected Employmen

Table Hi-9

(%Per Annum)

t Growth Rates by sector, 1920-1995

~ Economic Sector 50-91 91-92 92-93 93-94 94-95 ‘.1
Agricutture 10 10 10 10 10 \
Industry 1 2 3 4 5 ‘
Elec. & Water. 1 2 2 3 3
Construction 1 2 3 3 3
Trade 3 3 3 3 3
Transport/Com. 2 2 K 3 3
Business Serv. 1 2 4 4 4 ‘1
! v Social Services 0.7 2.5 L_’ H K 3
Projected Employment by Sector, 1990-19985
(in 000's)
1990 1991 1992 1993 1994 1 1 995_}\
Agriculture . 57.2 62.9 69.2 76.1 83.7 92.1 \\
industry 77.5 78.3 79.8 82.3 85.6 89.4 |
Elec. & Water 12,0 121 12.3 12.5 12.9 133 |
Construction 75.3 76.1 77.6 79.9 82.3 g4.8 ¥
Trade 75.3 77.6 79.9 82.3 g48 | 873
Transport/Com. 68.0 694 | 708 72.9 754 77 b
Business Serv. 25.0 253 | 253 25.8 279 | 290
Social Services 362.1 a6 | BT | 3885 404.8 \ a16.2 4
%——’_’_—4 ' ] _:‘
Total 752.9 766.3 789.2 821.4 856.4 | 890.04_}']
New Employment Each Year by Sector,1990-1295
| :
90-91 91-92 g2-83 \ 93.6¢ | 9495 Total &
; L .
Agriculture 5,700 £.290 ©20 \, 7.510 | 8,370 34.890 |
industry 775 1,566 ‘ 2.373 \ 3.260 4,240 12,214 i
. Elec & Water 120 242 | 244 372 384 1.362 |
Construction 753 1,522 | 2308 | 2397 2,469 9,469 |
Trade 2,259 2,328 2,397 | 2469 2,544 11,997 \
Transport/Com. 1,360 1,388 . 2,124 2,166 2,232 9,270
Business Serv. 250 506 1,032 1,072 1,116 3,976
Sociai Services 2535 01158 14,948 15,544 12,123 54,264
] . {
‘ Total 13,752 22,957 32,366 \ 34,890 33,478 l 137,44J}




o Rationale for Growth Rates

Agriculture is projected to grow at 10 percent per year because of the concerted efforts
to Increase productive acreage and output, to meet the demands of a growing population
and potential export markets. An additional reason is that this sector is labor intensive,

employment responds directly to increases in output.

Industry is projected to grow at considerably -slower rates, particularly. in the next few
years, because of the loss of Gulf markets, excess plant capacity, and the use of new
technologies for competing in world markets. As markets reopen in the Gulf area, export
promotional activities bear fruit, and domestic produotioh meets the demand for domestic
consumption, employment should increase slowly.” ' '

A}

The Electric Utility sector will increase at moderate ra'tes’-iﬁ response to population growth
and industry demands for efficient power supplies, softened somewhat by the use of
labor saving equipment.

Construction will grow moderately and then faster in response to government and private

sector demands for housing and road transport needs. This industry also appears to be
labor intensive, particularly for unskilled labor. "

The Trade sector responds {0 growth in all other sectors, and as a labor intensive
industry is expected to grow moderately. It is also sensitive to population growth.

Transport and Communications respond to population growth, government policy, and
industry demands. Moderate growth is expected, cushioned somewhat by technological

advances in the field.

Business Services are expected to show marked growth as the private 'sector expands
under a new investment climate and new business opportunities are explored.

Social Services will grow slowly, primarily because Government is attempting to slow
growth in the bureaucracy. However, the need for health, education and other services
will respond to the growing population. Similarty, Government will need to continue to play
a role in trying to reduce high levels of unemployment and alleviate pockets of poverty.

3. Occupations

A\
It is very difficult to project occupational demand wr=n the data base, from which the
orojections are to be derived, fails to cover & lar.:* ~rion of employment, i.e., the
establishments with less than 5 employees. The '&0” .-ta is particularly acute for skills
commonly found in small enterprises such as radio/Tv 1 epair, auto mechanics, plumbers,
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electricians, etc., which are patronized directly by the consumer. Other _skiuJ found in the
small shops include tailors and dress makers, shoemakers and repairers; potters and
other ceramic workers, medical assistants in private medical and dental offices, clerks of

all kinds in travel agencies and business consultant offices, salesmen and shop

assistants, and even small machineshops and office machine repairers that cater to both
the consumer and other business establishments.

For these reasons, any projections of demand for occupational skills are mere
guesstimate. For this study, :however, an attempt has been made to identify selected
occupations which contain some promise for growth in at least the larger establishments.
Table II-10 identifies the selected occupational skills that hold promise and have bearing
on the training programs offered by various institutions. Each occupation js listed with
the sectors in which the occupations are primarily found and the numbers of such people
employed at the time of the survey.

Matching.skills with current training programs, helps identify areas that are not covered.
Some of these include: leather goods, ceramic, and glass workers, salesmen, paper and
paperboard makers, motor vehicle drivers, and a variety of construction skills. Training
administrators may find it useful to review the list for other potential programs.
Occupational skills found in small establishments (as noted above) may also suggest
other training programs.




Estlmated Employment by Selected Occupations In Establishments

Table {1-10

with 5§ or More Employeee, 1989

OCCUPATIONS 1989 | SECTOR WHERE FOUND
PROF & TECHNICAL 74741
* Surveyors/draftsmen 798 | Soclal Services
* EnglneeringTechniclans 5569 | Mining, Soc. Services,Elec.
* Llfe Sclencetechs. 2390 | Soclal Services
* Medical/DentalAssts. 143 | Soclal Services
* X-Ray Techs, 501 | Social Services .
* MedicalWorkers,NEC 298 | Soclal Services .
* Math/StatlsticsTech. 359 | Soc. Ser., Elec,, Bus. Services,Trade
* Writers 683 | Publishing,Soclal Services
* SoclalWorkers 557 | SoclalServices
MANAGERS & ADMIN’ 5232
CLERICAL WORKERS 39133
* ClerlcalSupervisors 395 | Business& SoclalServices
* Secretarles ' 4962 | All Sectors
* Book Keepers/Cashiers 4690 | Services,Trade
* Materlal/Prod/PlarClerk 7424 | Chemical
* CorrespondenceClerks 6374 | Services
* Telephone/TelegraphOp. 1371 | Services
* Mall Clerk . 1627 | Services
* ADP Machine Op. 399 | All Sectors '
* Transport/Comm.Supv. 1069 | Transport/Communications
* StockClerks - 1810 | Services,Trade, Mfg.
* Post Masters 678 | SoclalServices
* ClerksN.E.C. 748 | All Sectors -
SALES/TRADE 4975
* Salesmen/ShopAssts, 2578 | Trade
SERVICES 29286
* HousekeepingSupv. 423 | Trade, Soclal Services
* Cooks _ 1316 | Trade, Soclal Services
* Walters/Bartenders 1725 | Trade
* Malds, NEC 1088 | Trade, Soclal Services
* BulldingCaretakers 8604 | Business& Soclal Services
* Cleaners 11842,| All Sectors
* SecurltyGuards 3657 | All Sectors
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AGRICULTURE WORKERS

PRODUCTION WORKERS

OCCUPATIONS

Supvy./Foremen
Miners/Quarry Workers
Mineral/Stone Treaters
well Drillers :
Metal Casters
paper & Pulp Workers
paper Makers
Crushers/Gr‘mders/Mixers
Cookers/Roasters & Rel.
petroleum Refinery Wkars
Chemical Processors
Weavers/Knittars & Rsl.
Tanners & Fell Mongers

« Grain Mill Workers
* Butchers

« Bakers, COOKS,
« Food & Beverage

Candy
Process

_+ Tobacco Workers

»

— T

Tailors/Upholsters

Leather Good Wears

Cabinet Makers, etc.

wood Working Mach. Op.
Blksmths/Forge Press op.

+ Machine Tool Op. & Setters/Fitters
« Tool & Die. Makers :
+ Motor Vehicle Mechanics

Aircraft Engine Mech.

Mach. Wkers. except Elec. NEC
Electrical/Elec. Wkers

Audio & Cinema Equip OP.
Welders

Glass & Ceramic Wkers

Wkers in Rubber/Plastics
Prntng./Publishing Wwkers
Paper/Paperboard Makers’

7 Painters,
* "NHn*-M'etal\ie—M ineral Products

*

*

»

"

*
*
*
*
) *
*
*
*
*

L3

Chemicals, Social Services
nstruction

Non-Metallic industry .
Mining, Social Services

Machine Industry

Paper

Paper

Cnemical .
Chamical .
Chemical :
Chemical

Textiles

Textiles

Food Processing

Trade

Food Processing

Food Processing

Food Processing
Textiles

Textiles

Construction, wood

wood

Transport, machine & Metal Industry

Construction, Transport, Machinery
Metal industries
Social Services,
Transport

Mtg., Trade, social Service

All Sectors

All Sectors

All Sectors

Trade, Non-Metallic
Chemical
Printing
Paper

_Construction
Non-Metallic,
Construction

175

2764
868
502

2628 |
738

1046
62
1529
.. 945
232
3067
a2t
2902
2267
331
200
530
1623
1015
366
348
1785

Mining, M{@., Trade

Construction

« Construction Workers
* Freight Handlers
« Crane/Hoist Op-
* Motor Vehiclp Drivers

3565

v e

o ]

All Sectors
Social Services
Construction, Social Sarvices

All Sectors

4521
879

571
13204

]

-
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4, Govemment Policies and Labor Demand

Under a market economy the major users of labor are the private sector producers of
goods and providers of services. Increases in their outputs result in increases in
demand for labor . The Government of Jordan has already promulgated policies that

. are aimed at helping the private sector increase its outputs. Laws are being revised to
encourage private investments by local and foreign business men. Public funds and
training are being allocated to help the development of small businesses . The basic
infrastructures -- communications and transportation -- are being up-graded to world-
wide performance standards to enable efficient business operations and to become
more attractive to investors . A burgeoning private sector stimulates business activity
and leads to increased labor demand . o . :

\

Heavy dependencs on public service employment has contributed to the burdens
besetting the economy (Fanek, Jordan Times, Feb. 23, 1982). As noted, steps are
being taken to reduce this dependency by encouraging the creation of job
opportunities in the private sector. Government, however, will continue to play a role
in the labor market. There are things that remain the responsibility of the public sector
such as special problems affecting large segments of the population within a short
time span, e.g. the Gulf returness or high unemployment, which can not be effectively
nor quickly dealt with by the private sector. The administration of government,
international affairs, national security, education, health, etc. are also within the purview
of the public sector. These activities require labor and as special problems occur and
the administrative burdens increase, government requires additional manpower to fulfil
its responsibilities in those areas. In the current economic crisis confronting Jordan,
the Government will be heavily involved in tryiog to resolve problems and since these
are major problems not amenable to simple, iasi solution, this involvement and its
concomitant requirements for labor will continue for several years to come.

5. Conclusions and Recommendations

a. Conclusions

The multiple problems of the Jordanian economy pose formidable challenges to
planners and policy makers in the public and private sectors. Cooperation between
the two sectors is needed to effectively attack the myriad problems. Government
needs to provide an attractive climate for domestic and foreign business by eliminating
restrictive law and regulations, by reducing bureaucratic procedures, and by -
improving transportation, communications, and finance infrastructures to allow the
private sector to operate more efficiently and effectively. The private sector needs t0
increase the proportion of domestic input in its manuta~turing processes by
~purchasing more raw materials and fewer finishec .- - it needs to investigate
ways to more fuily expioit tne new and traditional = ny producing wider
ranges of by products; and finally, the private sector “:..-ds 10 increase worker
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productivity through close and ongoing consultation with training institutions to ensure
that skills relevant to the specific industries and occupations are provided. Steps'have
been taken to address these needs and should be rigorously continued.

b. Recommendations e

Skilled human resources will provide the impetus for growth in Jordan's economy.
Efforts to continue production of these resources and to up-grade skills are vital for
the countries economic future, given the limited mineral resources and goods
producing activities currently available in the country. Recommendations tor sach

sector follow.
Services Sector

In the areas of finance, business,information, medical, education for example,the
following are some of the nonprofessional skills that should be considered when
planning training programs: office machine repairers, , computer repairmen, computer
and word processing operators, secretaries, mathematical and statistical technicians,
graphic artists, bookkeepers, office managers, medical and dental assistants, etc.
While it is true that the Jordanian work force is a relatively young one, much of the
~demand for workers will arise from replacement needs. Turnover is inevitable and as
the largest employer, this sector will require new entrants to replace those leaving for
many different reasons.

Agricultural Sector ’

To help the Agricultural sector increase output and productivity, attention should be
given to providing mechanical and technical skills such as earth moving equipment
operators, pump maintenance and repairers, farm equipment and motor vehicle
mechanics, truck drivers, biological technicians (pest and vermin control) and
surveyors. To promote the export of processed foods will require greater attention to
quality control, efficient transportation of crops to factories, and marketing activities.
Farming will become agro-business with all its attendant skill needs.

Industrial Sector

The Industrial sector will require a host of technical craft skills in its attempt to
compete in the world markets and to meet the demands of a growing population.

These skills were detailed in earlier sections. Here it should be noted that many
activities in this Sector are industry specific, 'such as ccntinuous flow processing in
the chemical and petroleum product industries, t1.¢ -~ should be done in close
collaboration with the companies and the equipi: -y them. Non-Jordanian
workers in this Sector are a special issue. They atL.. . for only about 5 to 10
percent of the workers in the larger establishments, but according to observers they
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lrovide selected skills, such as workers in leather and copper casting which are not
Headi!y available among the Jordanian work force. There are 15,000 to 25,000
potential job opportunities for Jordanians. While it is not possible, nor desirable, to
dislodge foreign workers by fiat, these are jobs for which training programs should be
directed to provide the replacements for job openings arising from attrition in these
and other skill areas. Many of the skills identified in the above Sectors are found in
the other Sectors -- Eiectric, Gas and Water, Transportation and Communications,
Trade, Construction, and Mining. However, each sector requires skills peculiar to its
activities, e.g. electric linemen in the electrical sector. In these sectors, the companies
and the training institutions must cooperate closely as to the content, format and
equipment needs of training programs.

The loss of markets and job opportunities in the Gulf States have dealt a harsh blow
‘to Jordan's economy. However, it is not unreasonable to project that intdrnational
tensions will ease in a few years and relations among the countries will return to
normal; e.g., Saudi Airlines have already resumed flights to Amman, and Jordanian
commercial trucks have been allowed to enter Saudi Arabia. (Jordan Times, Feb. 10,
1982). - Jordan must be prepared to capitalize on the reopening of its former markets.
It will have to compete with its market replacements by offering upgraded goods at
better prices. Thus, upgraded quality and increased productivity are crucial elements
in Jordan's efforts to compete in the Gulf States and elsewhere in the world.

The key to these crucial elements is a skilled work force. Training, relevant to specmc
industries and occupation, is the basis for achieving that work force. Again,
cooperation between the public and private sectors is essential. Government has
assumed the responsibility for educating and training the human resource base. |t
needs to ensure the availability of qualified instructors and up-to-date instructional
materials and equipment. Industry’s role is to identify the skill needs of.its work force
and to consult regularly with institutions on content and methods of instruction for
providing the training. :

Reliable, current information on the status of the labor market is a must for effective
and relevant planning. Statistics on employment and unemployment enable planners
and policy makers to react quickly to changing economic conditions. Periodic house
hold surveys on a frequent basis (ideally every month) can provide the information on
a timely basis. An annual establishment survey of employment, wages, and hours-
worked is another useful barometer of the country’s economic health. Since about
half of the country’s employment is in establishments with fewer than 5 employees, the
survey should be expanded to cover small establishments. Technical assistance
(training) should be provided in the areas of sampling, weighing and other techniques
to improve the reliability and coverage of the gathered information.

Finally, all concerned organizations should adopt standard nomenclature and
classification for occupations and economic sectors.
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. MINISTRY OF EDUCATION VOCATIONAL EDUCATION TF}A!NING SYSTEM
A. Purpose

The Ministry of Education (MOE) is responsible for the public elementary and secondary
education system in the Kingdom of Jordan, as well as monitoring the private elementary
and secondary schools in the Kingdom. As part of this responsibility the MOE provides
vocational education (VE) through a prevocational program at the elemantary level and
vocational education programs, for preparation for work, at the secondary jevel.

The primary purpose'of the elementary program is to-provide beginning experiences
about the world of work and applied sciences while the secondary vocational program
is directed toward preparation for a specific trade or business. o

1. Goals and Objectives

As stated in "The Development of Education in the Hashemite Kingdom of Jordan", “The
goals and objectives of education in Jordan emanate from the philosophy of education.
These objectives are manifested in bringing up a citizen who believes in God, is affiliated
to his country, is endowed with human virtues and perfections and has a fully developed
personality in its physical, mental, spiritual, emotional, and social perspectives.”

2. Status

The following facts obtained from published research documents from the Ministry of
Education provide an indication of the current SCope and status of its responsibility. in
the 1989/1990 school year, there were. 9728 schools, 48366 teachers and 1,028,164
students in the educational system. The Ministry of Education budget was JD 86,230,000.
This was 8.23% of total government budget. in 1990/1991 the Vocational Education
programs had 20,571 students in 43 specialization classes with 1298 teachers.

The compulsory education program in Jordan is made up of two cycles, basic and
secondary. Basic education covers the six primary grades and four preparatory grades
and is compulsory for youths from 6 to 16 years of age. This program is provided free
in government schools. Secondary education for youths 17 and 18 years of age is
provided by the government for students completing the basic cycle and consists of two
streams. The comprehensive stream provides for common core subjects plus specialized

academic or voca’ti’onaifstreams.—Sat—isf_actoryfcompletion of this program leads to 2

General Certificate. The applied stream provides for the core program with a selected
vocational option for 50% of the school time. Students completing this stream may opt
to take the General Certificate examination but most receive a Certificate of Completion.
A second vocational option for thoss interested in an apprenticeship is 1O select the
programs offered by the Vocational Training Corporation. All of these programs are
provided free by the government. 1t should be noted that under recent reforms any
student can sit for the General Certificate examination but it is usually limited to those
taking the comprehensive academic/stream.



B. Administration and Organization

1. Structure and Management

The current MOE organizational chart is shown in Table lil-1. The organizational structure
of the Directorates of Education in the Districts of Jordan is shown in Table lli-2. The
management of VE (vocational education) is carried out by the MOE through a Director
of Vocational Education and Training, whose immediate superior is the Director General
of Education and Supervision. The Director has eight department heads under him who
are directly responsible for each of the major vocational areas, i.e., industry, agriculture,
commercial, nursing, hotsling, and home economics. Additionally, there arg, heads of the
Follow-up Department and a Cultural Center. The Kingdom is divided into 23 Directorates
which have the responsibility of overseeing the function of the individual schools in their
respective geographical governances. Some Directorates have a person in the position
of head of VE, but 12 currently lack such a person.

The system is highly centralized including all decisions involving textbooks, curriculum,
personnel policies and salaries. The curriculum, textbooks and teaching materials are
supplied by the Ministry and are uniform throughout the system.

2. Location
The secondary vocational programs are scattered through out 42 schools, with as few
as three teachers and as many as 64 teachers in.a school. The schools appear 1o be
reasonably placed in the country and offering programs related to the local joD
availability. L ‘ '

3. Professional Standards

The vocational administrators usually come up through the teacher ranks and are
required to have a B.S. degree. .

The "Development Plan for Vocational Education" of the Ministry of Education (dated Feb.
1990) states that the vocational teacher must meet the following standards: '

a. Teachers of vocational education should have a Baccalaureate degree.

)

b.  Teachers should attend continuous in-service training sessions to increase
their teaching capabilities.

c. Teachers should have practical experience in relevant VE fieids.
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{ABLE IT1I-2

Organizaiionsi Siructure of The Directorstes

of Educalion in The Governorates & Districts of Jordan

Director of Education

o .
l COMMITEE OF TECHNICAL CIUEN CLERK oIvY. OF ADMINISTRATlVC!
EDUCATION DIRECTOR ruUBLIC DIRECTOR |
l RELATIONS J
&
|
DIV. OF GENERAL . DIV. OF PERSONNEL |
EDUCATION ‘
DIV, OF YOCATIONAL viv. OF
EDUCATION ACCOUNTANCY
|
- DIV. OF ENUCATIONAL DIV, OF SUPPLY i
TECHNOLOQY :
i
DIV, OF STUDENT DIy, or H
ATFAIRS , EXAMINATIONS )
| —
- DIV, OF TRAINING . ' . DIv. OF SCHOOL :
b & SUPERVISION : BUILDINGS ;
DIY. OF COUNSELING DIV OF FINANCIAL
& GUIDANCE AUDITING

DIV. OF STATISTICS
& PLANNING

I

* CURRENTLY, THERE ARE (23) DIRECTORATES OF EDUCATION :

Greater Amman (1), Greater Amman (2), Private Education, Suburbs ol Amman
Zarqa. Madaba, Balga, Ramtha, Deir Alla, South Shouneh, Karak Maz'an. Tafilch, Agaba,
Al-Qasr, South Mazar, South Ghor, Bani Kenana, Mafraq, Ajloun, Jerash, Al-Kourah.

Notc : Some Directorates of Education may have more than one Technical and Administrative
Director; e.g. Greater Amman (M &(2).




Recent statistics (1988/1989) show that vocational teachers had a variety of levels of
preparation shown by the following table:

PhD's 4

Master of Arts degrees 14
Baccalaureate degrees and Diploma 51
Baccalaureate degrees 769
Undergraduates 62
Diploma o 601
Less than a Diploma o 259

From the above, it is evident that considerable additional education must be provided to
raise the educational level of 49% of the vocational teachers in the MOE schools to meet
the goals set out in the MOE Plan. No indication was given of the numbers requiring
additional training in their vocational specialty, but it is thought to be significant.

C. Admission and Guidance

1. Admission Policies

A composite of student scores for the 8,9, and 10th graders are used in order to judge
a student's progress and placement in the 11th grade. The Ministry sets cutoff scores for
determining entrance into the comprehensive secondary stream and in turn the remainder
of the students are directed to the applisd stream to attend either the vocational
programs of the Ministry schools or the Vocational Training Corporation. Recently MOE
has decided to allow students who are below the cut-off to enter the comprehensive
stream but it is not clear to what extent this is operational.

Those students assigned to VE programs in the Ministry schools receive a month long
orientation program in which they experience each vocational specialty offered within their
school. After this orientation the students are classified based on their grades received
through the 10th grade and 75% on their achievement in the vocational experience in the
school. This combined score is used to determine the order in which students choose
their vocational program. As class capacities are reached the remaining students are
denied the opportunity for free choice of vocational programs. In schools which have a
limited number of vocational subjects the students are assigned their vocational program

b@gqn,theiuest,scoresfandfthefassignment—s—are—madefbyfthefMinistry.
Students recognize that they have been assigned to vocational training as a result of
lower test scores and that they are not considered capable of academic or higher
education. Many of these studsnts fes! resentiul since they have been forced to take
vocational education and have little or no interest.
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2. Guidance Functions

The objective of a vocational guidance program is to help the students select the
vocational program they are most interested in as a career. The MOE considers
vocational guidance to be an important part of vocational education program. The
Ministry has adopted two major programs to provide guidance as follows:

a. Pre-Vocational

Exploration of the world of work is provided in grades 8-10. Through this exploration
experience; offered in the prevocational cycie, the student experiences various vocational
areas from which a choice of careers can gradually emerge. '

L4

b. Secondary

MOE formulates an enroliment plan specifying the percent of the student enroliment they
wish to achieve in vocational education. i.e. in 1992-1993 the Ministry plan is to achieve
30% enroliment in vocational secondary education for both males and females.

An information fact sheet will be prepared which shows the types of vocational secondary
education programs available, admission requirements etc., and is circulated to 10th
grade students and parents.

An orientation program using the media will be coordinated to facilitate the spread of
information.

At the.conclusion of this effort the educational directorates will record the student wishes
and the student scores in order to select the students for each program oftering. The
MOE makes the final selection for student assignment.

3. Enroliment

The actual enroliments in VE programs for the last five years are shown in Table Ili-3.
Care should be taken in the interpretation of this table as the system of education
changed in 1989 from a three year secondary cycle to a two year cycle. This accounts
for the drop in numbers in the table between the 1988-89 year and the 1989-90 years.

Under the current educational plan, the percentage of students in secondary vocational
education programs is to increase. Information supplied by MOE shows that the
enroliment for 1988/1989 was 72% of the capacity available. These numbers ihdicate that
an increase in enroiiment of 4132 students couid possibly be accommodated in the
future. Recognizing that the availability of open slots may not be in the areas of student
need nor geographically appropriate, the system still should be able to absorb a sizeable
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percentage of growth with out major construction. There were only two schools which
were operating at capacity during the 1990/1981 school year. No evidence of planning
for the expansion of vocational programs or new facilties was provided to the team.
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TABLE III-3

VOCATIONAL EDUCATION STATISTICS
FROM 87.8 TO 91.92

SCHOLASTIC | INDUSTRIAL |  HUSINESS HOTEL AGRICUL. | NURSING 11OME ECONOMIC FOTAL CxaND
ED. FD. MAN ED. TURAL ED. ED. DRESS MAKING | BEARUTY CARE | TOTal
YEAR TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL
37/88 7725 15322 323 S36 1827 1272 731 2003 17635
58189 5490 9928 220 408 1213 (YK 1626 3279 70829
89/00 5224 9717 288 wit 1828 (KKX 1318 2506 . 19966
30791 5477 9292 369 XE 1814 1660 1237 2908 2087)
51782 5767 9081 330 728 Y872 2088 157¢ 3834 21409
TOTAL 29683 53940 1830 2728 3339 7837 vaas 74327 . 109931




D. Curriculum

1. Current Programs )

a. Prevocational

Under the new MOE plan, prevocational programs will be provided on the basis of one
class period per week for grades one through fourth and two classes per week will be
provided for the fifth to the seventh grade. The curriculum is being prepared in
modularized training packages and will include material from agriculture, business,
industrial education, home economics and health education.
The program has yet to be fully implemented. However, textbooks and teathing materials
are under development and will be finished in order to start implementing this program
on the following schedule: ’

1992-1993 Start grades 1,5,9.

1993-1994  Start gradss 2,6,10.

1994-1995 Start grades 3,4,7,8.

The prevocational modules or units have been identified as follows:

Grade Unit

Health and Home Skills

Water, First Aid

Materials- Wood, Paper, Metal

Model Making, Electric Wires, Seed Planting, Sewing machines.

Animal and Plant-Reproduction, Animal Care, Care of Skin and Teeth.

Simple Tools, Carpentry, Paints, Safe Water and Food. .
" Electricity, Finance, Timetables, Setting Agendas, Food and Nutrition. Sewing
" Dresses, Personal Care, Traffic Safety.

NO O WN =

The Modules mentioned above will be in multiples of 15 hours as follows:
Agriculture - 14 topics, 120 hours;
Industrial - 15 topics including wood, metal, glass, electrical and plumbing.
Commercial - 120 hours including computer literacy course.

. b. Vocational -

t

In the secondary cycle, the vocational program consists of a common core of 5 subjects
which include: Islamic studies, Arabic language, English language, Science and
Technology and , Social Studies plus speciaiization of at least three subjects in the first
year and two in-depth subjects in the last year. )
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A vocational specialization might consist of training modules in the trade, occupational
science and industrial drawing. (See Appendix li-A Curriculum for Comprehensive
Vocational Program (Industrial)). A list of vocational trade subjects and their major
curriculum components may by found in Appendix I-B.

2 Curriculum Development

The cufion: cuiricuium used in the Jordanian vocational programs is based on ILO
curricuiurm materials which have been revised 1o reflect the Jordanian situation. Within
= yhe MOE a Directorate of Curriculum and Educational Technology has been developed

whose responsibility it is to oversee the wng, publication and distribution- of all

textbooks and teaching materials used in the schools. .

As vocational curniculum printed materials are needed the directorate will select an
authorship team, usually composed of current vocational teachers, to develop and write
the required material. Upon completion of the manuscript(s) a supervision team.
composed of teacnhers and jor appropriate vocational experts, review the material for
content. When the manuscript is in proper condition it is then sent for final approval to
the Board of Education. After approval the materials are used in the classrooms for a
period of one year. revisions are made when necessary and the finished materials
reproduced and distributed for system wide use.

Books are provided free in the compulsory cycie. Books used in grade one to four are
given to the students and used only one year. The fourth through tenth grades return the
texts which ar2 used for two years. ih the seconcary cycle (grades 11-12) the books are
purchased by the students. .

Prevocational education is a new thrust anc e publications are being written as guiae

books for the teachers and workbooks for students. These have currently been written
for the first grade and will be used next school year. C

3. instructional Materials

An Educational Technology Division has been estaolished in the Directorate of Curricuium
and Educational Technology which has the responsibility to produce audio-visual teaching
materials appropriate for the curricular needs. The educational technology takes the form
of TV programming, films, slides, transparencies, radio broadcasts, etc. The team, has
seen little evidence of these instructional materiais used in vocational education.

While visiting various schools overhead projectors, opaque projectors, and other pieces

of audio-visual equipment were observed, however, no actual use of any audio-visual was
seen. It was stated by one of district supervisor that the teachers did not use
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supplemental teaching materiai as it was felt (nat lecture was adequate. ine Educational
Technology Division of the Curriculum anc Zcucatona Technoiogy Directorate has yet
to develop any vocationai teaching/iearning maier:-'.

It appears the teachers nave not teer adequater; wa-sG in the use of MssrLCUONGl
material and do ot realize the value of supplemnenting e instructionai pocess with
these malerials. Models, cutaways, simulators, and cther teaching aids are not In
evidence. s

E. Linkage wilit Business and industry

Thera are nC Jorman inkages with businecs o custry in the MOB VE structure.
Inavidual schocis.and Diograms in the schiow:s a0 marian relations witn local firms but
mainly as a source for iieid trips and visitations. There are two exceptions; in the nursing
program, most.of the practical training is done inside various hospitais and medical
centers and in the hotel service program, they receive practical training in a ministry
ewned hotel and some private hotels.

The vocational programs allow for industrial placement to supplement the in-school
training through short-term industrial experience, however, there is no evidence of this
being done on a regular basis. Students receive no pay tor their work as in the
apprenticeship system. The selection of training sites is the responsibility of the local
school. Nc coordinated effort is made to track the use of this option in tne VT programs.

itis intended that 11th and 12th grade students have on-site trainir.g for a perico of three
to four weeks during their summer vacation. However, school officials indicated that i
was the responsibility of the student to arrange for this experience. ‘

During curriculum deveiopment, the authorship team and the supervisory (eam may have
persons fromn outside e schooi system, howsver, it was indicated that pusiness or
industrizi people areseldom involved. There are currently no formai advisory committees
utilized in the development or in the evaluation of the procgrams of vocationa! ecucation.

A . i o i N g
k. reacher Training and Statr Dovelopmens

% Freparation

~i noiders of a baccalaureate degree are sutornatcally considered qualified to teach at
:ne glementary as well as secondaty leveis. Some commiunity colleges conduct teacher
training programs, but MOE will only permit the community college graduate to teach as
workshop instructors in the vocational programs. Neither the baccalaureate degree nor
the community coliege program take intc account the need ior the teacher in VE to be




qualified in wade proficiency.
There are no skilt training or skill verification requirements to teach vocational egucation.

The MOE nas currently stopped appointing 1sachers with only a secondary school
certificate, according to the Director of VE. )

2. In-Service Training

A Teacher Training Center has been established within the Directorate of Supérvi'si‘on and
Traning in the MOE. Thiz center is currently providing in-service programs related to

implementing tne educational reform plan. Over the next four years all teachers, -

administrators and siaff employees will be involved in this training. The trannmg programs
are being conducted as in-service programs for administrators, teachers and educational
staff. The purpose of these programs are; iraining for the reform plan, upgrade training,
and training for using the new textbooks.

This training is currently being conducted in 21 day segments consisting of a common
core of material for all participants (3 days), modules on teaching competencies (12 days)
and presentations on the new textbooks (6 days). Currently, neither VE teachers nor
prevocational teachers are involved as no new text or teaching material for vocational
education has been completed.

3. Retention
No figures were available concerning the retention of faculty. However, discussion witn
several individuals indicate that since the Gulf War and with high unemployment in Jordzan
the retention of faculty is not a significant problem. Even though the salaries for teachers
are lower than private empioyment, the fact that government provides pensions was
mentioned by some faculty interviewed as an important factor. :

G. Facilities and Equipment

1. Status of Fezilities

Due to the unusual snow and ice conditions experienced while the assessment team was
in Jordan (reported to be the worst winter weather in 40 years) the observation scheduie
“was limited to facilities in the greater Amman area. The facilities which were observed
. were in need of upgrading, however, the space seemed adequate for the programs
taught. A welding workshop was observed which had no ventilation system. Broken
windows, unkept halls and fioors, and peeiing paint are examples of maintenance needs
observed in each location. Table lli-4 shows MOE standard space requirements for the
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various types of vocational programs and these seem appropriate.

2. Status of Equipment -

The equipment maintenance and replacement are two major problems facing the VE
division. A survey conducted in 1990-1991 by the VE division revealed that the value of
unusable equipment was JD 381,000, estimated repair cost for this equipment was JD
32,000. The total budget for repair in the 1892 year is JD 7,000. It is obvious that there
is no way that adequate equipment can be sustained under the present budget system.

A}

The schools which were observed all had well manéged classrooms and ldboratories, but
badly stocked supply rooms, obsolete equipment, poorly maintained and broken
equipment. '

An inventory control program was evident and consisted of a record of the equipment
name, specifications, brand, serial number, and cost and date of purchase. Records are
kept in the central VT office, in the school and in the workshop. The inventory contro:
system has not been observed in enough detail and locations to make any judgement
as to its accuracy or effectiveness. It does not, however, seem to improve equipment
maintenance.
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H. Emp@oymem v Graduaties

1. Placerner

There is no placement effor curiziucted for MOE program graduates. Male students have
three options after they compiete their secondary education; they can continue their
education by attending higher ecucation, enter military service, or obtain a job. Usually
graduates witt enter the military service prior to obtaining a career job. Military service is
mandatory and usually an smployer will not hire a male candidate until this obligation has
been comnleted. Militzrv service can be postponed by attendance at a community
college or university. » o \

2. Datu Coliection

Dzta collection for vocational graduates is done by:

a. Oirectorate for Planpning, Research snd Development
b. Nationzl Center for Educational Res=arch and Development
c. Follow-Up Division of the Directorat- of Vocational Education

The Follow-Up Division of the Directorate conducts its program in two stages, collection
of information while the VE student is in schoo! and after graduation follow-up interviews
using questioninzires. A sa~ple ¢f about 25% of graduates is studied with a return of 60-
70%. The Division nroduces an arnual report whicn is used for improving curriculum anc
. obtaining employment information. Graduates have been followed-up tor as long as five

years. There was little incication that the resulis of the studies have had a significant
impact in the VE program. : :

i Recoemmendations

1. Management

Management lacks the complete data needed to make enlightened decisions. A means
of strengthenirng cverall VE management is to develop a comprehensive management
information systern (MIS) which would provide the Division with current information on all

aspects of the program. This approach would provide management with the data to
make informed decisior:s which it does not have at this point.

The NCERD has recently established and Operationalized an Education Managsment
information System {EMIS) on a working basis with the MOE. The database includes all
information collected by the Statistics Department of the MOE annually. This, however,
does not include specific/detailed information about VE. The VE Division should identify
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its data needs «nd discuss them with NCERD and the -Statistics Department so that
arrangements could be made to incorporate the needed information in the existing
database. '

-~y - ‘
» Lurriculum

The current instructional materials development system utilizes authorship teams to write
instr..ctional meterial. No evidence was seen that indicated that this system resulted i
wriing instructional materials in a competency based mode. Training the authorship
teams in e writing of competency based text materials would alleviate this problem The
result could be instructional material based upon the actual needs in business and
ndustry and writters in a form that would assure employers and employees that the

graduates cf VE programs are competent-in the skills necessary for thé world of work

The current system of writing text material is lacking in reference material for the authors
to utilize in their efforts. Reproduction of material and aids for the authors are not
available. Therefore, a curriculum lab should be established in the Directorate of
Curriculum anc =ducational Technology. This laboratory should contain a current library.
wordprocessir:, equipment, cameras and imnage making capacity, secretarial assistance
and technical assistance for ths authorshi;. teams.

Estimated Cost for Curriculum Laboratory
Cqu.pmm* $ 60,000
echnical assistance for stan up :
ans treining local staff; o -

1person x iyear X $150,000= $150,000.
Renovate facility $ 20,000
Totai $230,000

urrently ali instructional material is being developed by the Dvrectorate of Curriculum and
.:ducauor al Technology in the Educational Technology Division. The level of effort shown
oy this division is very high, however, it is apparent that the resources are not capable
of procucing the needed vocational education teaching materials in a timely fashion. The
only facility which vas cbserved was a well equipped television studio. It did appear that
space was avsilable in the adjacent rooms for expansion and improvement of the
department. i is recommended that technical assistance be utilized to set up and equip
a well deveioped materials laboratory and to assist the local staff in utilizing the laboratory
and producing the necessary teaching materials. - . -
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Estimated Cest tor instructional Materials Center

Reiicvate taciity $ 20,000
Scuipmern  $75,000
iecrica assistance
1 persen ¢« tyear x 150,000= . $150,000
Supplies - -$ 20,000
Total $265,000
< LiNKAges .

- .

L]

(12 Use of acvisdry committees has proven to be a successful method of developing
ink.ezes between vocational schools and business and industry. There are no advisory
groups working with the system. It is an accepted fact that the VE advisory committees
(iilizea to heip design, evaluate, revise curriculum materials and provide advice
cencerning buringss and industry needs can significantly strengthen the program and
assist in piacsment of students upon the completion of their training. The team
recommencs that advisory committees be formed at all levels of VE, from the ministry to
iheioca! orogram leve! with representatives from business, industry, skilled workers and
EQUCaIUrS,

- Ttzf Development

i1 tight cf the fact that teachers employed to teach in the VE program have limited
mracucel experience and some pedagogical training, priority should be given to
EStabisning a Cuality teacher training program or using other systems. The VTC has an
I~strucior a0d S nanvisery Training Institute (IST!) in place with an appropriate curriculum
and extensive s¥oerience in preparing vocationa! teachers. lts programs and facilities
should be expanded to accommodate MOE's VE teachers. A first step would be an
individual needs assessment to determine what courses each teacher needs so that IST!

culd set up a program and start courses on a flexible schedule in the evenings and on
the Thureday/Fricay weekends., '

Althougn ISTtcould arrange programs for VE instructors teaching industrial subjects, they
would need additional facilities for business, agriculture. nursing, and home economics.
rending new facilities, the shop/lab content for these areas could be taught in selected
seconadary schocis that are well equipped and pedagogy content provided at ISTI.
The cest for funding this effort is difficult to estimate but a logical approach would be for
MOE to pay a nominal fee per teacher per course. Since both MOE and VTC receive
GOJ funding it would be simpler for the national Board of Education to determine that all
vocaticnal and technical teacher training would be provided by ISTI and supply the
required funding
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Estimated cost to Develop MOE Teacher Training at IST!:
Decision wouid be made with VTC regarding placement of the demonstration snops ano
labs in conjunction with possibie integration of ISTI with Amman Testing Training Cente:

Build and equip five vocational laboratories
[Agriculture, Business, Nursing, Home Economics,

and Prevocational) - $3,800,000
Technical Assistance to develop additional training modules
3 nersons x 6 mo.x $15,000= : $ 360,000

Material and supplies ' $ 370,000

Total  -84,530,000

2. Facilites and Equipment

Discussion with the Director of VE as well as personal observation of several vocationa:
scnhoois verifv the need for renovation and upgrading of the school facilities. The space
in the. workshops visited was of adequate size and contained adequate utilities but
renovation wzs needed to update both facilities and equipment. The lack of appropriate
safety equipmient was also noted, i.e. the welding workshop without a fume extraction
system and a wood workshop lacking a dust collection system. It is therefore
recommended that a major renovation of existing facilities as recommended by MOE be
conducted to bring the workshops up to safe industrial standards with equipment
reflecting current business and industry standards.
Estimated Cost of Upgrading Facilities and Equipment
fengvation: '

Industrial workshops - 17 schools x $25,000 $ 425,000
Business workshops - 20 schools x $12,000 $ 240,000
Agriculture workshops.- 2 schools x $12,000 $ 24,000
Nursing laboratory - 1 school x $4,000 $4,000

Home Economics laboratories - 10 schools x $6,000 $ 60,000
Tctal $ 753,000

New Equipment

industrial workshops - 17 schools x $35,000 $ 585,000
Business workshops - 20 schools x $20,000 $ 400,000
Agriculture workshops - 2 schools x $20,000 $ 40,000
Nursing laboratory - 1 school x $3,000 $ 3,000

Home Econ. laboratories - 10 schoois x $3,000 $ 30,000
Total $1,068,000
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There was obviGus eqQuipment repair need in each school visited. The Director of VE also
reporis that J© 381,000 worth of equipment is not operaung in the industrial workshops.

. This is a major problem and requires a major outlay of money. A maintenance and repair
canter is currently being discussed by some mernbers of the VE Directorate. This center
could coordinate a major repair effort. It is not envisioned that this center would do
actual repair, rather it would set specifications, contract for, and check on the repair of
the equipmerit in the schools.

Estimated Cosl for Equipment Repair (Start-up)

Industricl equipmert repair $128,000
Business equipment repair $ 40,000
- Agricuiture eguipment repair - $ 8,000
NursINg sguipment repeair $ 1,000

Home Economics $ 50,000
- Total $227,000

6. Guidance and Placement

The selection of VE training programs for the students is done by the Ministry. with the
students being assigned to programs as a result of accumulated achievement scores in
- pasic education. This appears to the team to create a negative concept of VE and
“discourage students with high qualifications from selecting this area. Therefore, program
selection procedures should be revised to allow for student choice as the prime factor
in student program selection. De-emphasizing achievement scores in the selection
process and replacing them with vocationd! interest inventories and counseling would
ensure a better match between students and programs and improve status of VE.

“d. Demand Driven Development

1. Market Projections

The market projections based on the data presented in Section Il are shown in Table 11I-5
that follows: :
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Table lil-5
Projected Estimatec Manpower Needs

Industry* 1992-93 1993-94 1994-95 1995-96

Welding 22 315 340 325
Auto Mechanic 330 460 500 475
Electricity 550 780 830 800
Woodworking 550 780 830 800
Machine maint. 1460 2000 650 625
Metal casting © 430 600 650 625
Building,: '

Piastering;---- 600 850 g10 875
Tiling: '

Graphics 200 290 310 300
Radio/TV:

Electronics:---- 35 50

Total 4380 6125 6640 6350
All agriculture 1258 1384 1522 1674
All commercial 3320 5073 1822 1674
All nursing 440 480 520 500
All hoteling 570 800 860 825

Total Needs 9886 13862 -+ 11064 11023

* Includes mining, construction, electric & water, and transportation and communications,

The data base for the demand projections was obtained from a study of occupations in
establishments with 5 or more employees, as surveyed in 1989. The proportions of the
selected occupations were applied to the demand projections for the economic sectors
~ developed by the team under certain conditions. Total demand for all economic sectors
was the base for deriving estimates of clerical commercial workers. Estimates of
agricultural workers (20%) in that sector(DOS,1990). Estimates of all other workers were
- based on the total demand less the proportion of professional and technical workers
(25%).
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2. Projected Enrollments

Data reported from the Directorate df VE indicated the following expected enroliments in
VE for the next four school years as shown in Table Ill-6. (Note: Table developed from
totals provided by MOE which were analyzed by using existing percentages in each
area.)

Table 11I-6
Projected Expected Enroliments
- Vocational Area 1992-93 1993-94 1994-35 1995-96
industrial M 4480 4802 5309 5689
F 0
T 4480 4802 5309 5689
Agriculture M 594 637 704 755
' F 0 ‘ _
T 594 637 704 755
Commercial M 3528 3783 4182 4481
F 6817 7682 8705 9401
T 10345 11465 12887 13882
Nursing M 283 . .304 - 335 360
F 692 779~ 883 953
- T 975 1083 1218 1313
Hoteling M 237 254 281 301
' F 0
T 237 ' 254 - - 281 301
Totals 16631 18241 20339 21940

it should be kept in mind that it is not possible to make a reasonably accurate
comparative analysis between expected demand and the output of vocational programs
since manpower data is collected by sector rather than by trade areas offered by the VE

programs. Skilled trades cut across many sectors, e.g., skilled welding workers will be
found in agriculture as well as industry. Further, the spread between skilled, semi-skilled
and unskilled is not represented in the data. Two other critical factors are the lack of data
from small enterprises (less than 5 workers) where many vocationally trained graduates
are likely to find employment and the lack of data for replacement needs, i.e., those
retiring and deaths. Perhaps that number will be somewhat balanced by program and
attrition currently running about 8.5%.
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attrition currently funning about 8.5%.

Finally, consideration must also be given to the high (17%) unemployment rate and the
substantial output of VTC. In the main, indicators seem to point toward a surplus of
vocational graduates in relation to job opportunities through 1995 with some exceptions
ncrably nursing. :




aimed at enQQu[aging,small,businessfdeveIopmentfameng—qualiﬁedfunemployed.

V. VOCATIONAL TRAINING CORPORATION
A, Purpose

The Vocational Training Corporation (VTC) is a semi-autonomous organization established
in 1976 under the Ministry of Labor and is responsible for providing terminal vocational
education for boys and girls at the secondary level in two year programs. An additionai
third year apprenticeship provides craftsmen level training. Essentially, VTC provides in-
piant training primarily in industry but also in a few commercial and other specialties as
cemipzrad to MOE vocational programs which emphasize the business aspect.

in addiion 1o its major secondary vocational training functions VTG additionally provides
for:

. Creparation of craftsman through one-year training programs for experienced

sxilled workers; ‘

. preparation of limited-skills workers through medium and short-term training
programs cf 3-9 months duration:

. skill upgrading for employed workers: and

. ‘ndustrial extension services to assist small and medium industries in increasing

productivity and improving management.

VTC operates two institutes, the Instructor and Supervisor Training Institute (ISTE) for
instrucior and supervisor training and the Occupational Safety and Health Insutute (OSHI)
for training in the field of occupationatsafety. (See Section IV-F2 for details of ISTI). The
main function of OSHI is to promote the application of occupational safety and health
standards in Jordanian industry. It carries out this function through providing training
services 10 education and industry, conducting studies in the field, providing advice to
cficial bodies relating to standards and consultation to industry.

ViC has taken a leading role in the development of vocational education in Jordan
through its close and continuous interface with business and industry. It has provided
assistance to the ministry of Social Development, the Urban Development Department,
Social Security Corporation and is involved in a variety of international activities. Currently
VTC is undertaking the establishment of a national center for standards testing and
certification. It also provides technical advice to the Employment and Development Fund

Currently VTC operates 16 training centers, 2 institutes and 8 urban development centers.
Over 3,240 enterprises have tooperated with VTC in conducting apprenticeship
programs. VTC also maintains close cooperation with 8 training centers owned by large
enterprises. il '
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O ninistration and O ganization

1. Structure and Management

AS snown in tre crganizaticn chart that foliows, Tabie IV-1, VTC operates under a board

ci directors with the Minister of Labor serving as Chairman of the Board. The Boara -

consists of representatives from employers, unions and the government. and is
responsible for setting policy. The day to day operations are the responsibility of the
Lirecior General who is also Deputy Chairman of the Board. There are three directorates
renorting o the Director General and they are technical, training and financial ang
administrative affairs. The directors of the training centers and the institutes report
_Zirectly to the Director General but also have functional relationships with the directorates.
There is a total of 736 on the VTC staff distributed as follows: .

Technical staff 460
Administrative staff 131
Support staff 145

Each of the training cent<'s is administered by a director with supporting staff. The
instructional staff are under department training officers who report to the director as
shown in the chart that follows. (See Table IV-2, Organization Chart)

- During a discussion with the Director General he noted that a review of the organizational
structure had been made and it was bsing revised to place more responsibility at the
lower levels. The current organization chart shows the directors of the training centers
and institutes (26) plus the three directorates.reporting directly to him. The Director
General, however, indicated that the center directors report to the three directorates
rather than to him as the chart seems to indicate.

-

2. Locations

The training centers are distributed throughout the country based on demographics and
employment opportunities. This limits the availability of programs to rural areas but VIC
has added programs and plans expansions so that most of the rural population will be
served. - ’

The national Board of Education and the Board of Directors of VTC have adopted thé

principle of increasing the percentage of students who enter the vocational stream to

reach 50% for males and 30% for females by the year 2000. Comments from VTC
leaders indicate that this is unlikely to be achieved, nevertheless, plans are under way for
the development during the next five ysars of 12 new training center (5 for males, 7 for
iemales). These plans also include expanding some existing facilities and establishing
. tne Amman Testing and Training Center. The five vear plan is targeted toward:
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broviding vocational training facilities in all major cities:
expanding opportunities for females: and
achieving an annual growth rate of 10%.

1
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~4-Professional Standards

VTC adrministraiors vary significantly in academic qualifications. - Of a total of 134
admnistrators 42 nave BS degrees (31%), 58 are graduates of community colleges
(43%), 27 are graguaies of secondary schools (20%), and 7 have lesser qualifications
(5%). The toal nuroer without a BS degree is 92 or 68%. (Data provided by VTC dated

-12/31/91;

Tre insyUCtur and LUPENVIsor raining Insttute provides an 80 hour (2-3 wks) training
arogram for vocational aciministrators. They also conduct an annual survey to determine
agministative training needs. -

4 Standards Testing and Training Center

© L ar new effort under World Bank funding is the Amman Standards Testing and
1y Center to carry out the function of standards testiqg and certification for specific
satong in Jordan. Additionally the project will also fund the expansion of vocational
iy for certain occupations for which a need exists (no other training facilities offer
'mese new areas include bakery, industrial sewing, leather work, radio/TV,

wamg appliance repair, and tool and dye-making. The project will ‘expand the
_aoty for supplying seven other trade subjects already existing elsewhere in Jordan,

., 4 needed in the Amman region. .
\

o Ad*rpéssion and Guidance

v ndmission Policies

As notea 1t Section H-C1, admission to vocational education is largely a function of the
MOE testing yiogram which restricts the non-academic achiever from taking the
comprehensive secondary stream. Those with lower scores would be encouraged to
~ enter the Applied Secondary Stream, i.e., either MOE or VTC vocational programs. As

a result of both parent and peer pressures, the more capable students are reluctant to

take vocationai courses.

2. Guidance Functions

Each center has a full time counselor and instructors aré required to take a guidance
course as pant of teacher training. The guidance counselor provides for,»both career and
general counseling. The counselors visit 10th grade classes in the schools in their region
to explain the career opportunities available in vocational education through the VTC
curriculum. A variety of media is used to alert students and parents to career
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opportunities. Entering students are given vrief orientations over the first month in each
trade shop/lab before they make their final selection. It is interesting to note that all of the
four students interviewed in two schools indicated satisfaction with their choice of trade
and none wouid change if given the opportunity.

3. Enirollment

Since its inception in 1976 through 1990 VTC has trained 23,435 students in its
apprenticeship program and another 25,327 in short courses for new entrants and
upgrading. Acd to this another 4,025 students taking intermediary programs for a grand
saval of 52,787 persons trained in 15 years. A remarkable achisvement for.a young
iraining organization!  (Summary is shown on the chart that follows (Table IV-3). Current
{1090-91) enroliment and capacity Is shown in Table IV-4. About half the enrolled trainees
are in the apprenticeship program with the remainder in other short courses. The 1989

anroliment in apprenticeship courses is presented in Appendix IV-C.
p
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TABLE V-3

ENROLLMENT IN VTC CENTERS 1976-1990

Year Apprenticeship Intermediary Short-term
courses courses new entrants Total
and upgrading

1976 20 - - 20
1977 156 - 155 . 311
1978 438 — 204 642
1979 450 - 084 734
1980 679 - 677 1356
1981 832 - " j004 1836
1982 1529 - 882 2411
" 1983 1980 - 1524 3504
1984 2876 - 1808 4584
1985 0648 144 1792 4584
1986 2877 422 2827 6126
1987 2540 665 - 3557 6762
1988 - 2602 767 3693 7065
1989 1990 553 3976 6519
1990 1918 1474 2941 6533
Totals 23435 4025 25327 52787
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TABLE V-4
THE VOCATIONAL TRAINING CORPORATION
CAPACITY & ENROLLMENT OF VTC CENTERS

CENTER LOCATION CAPACITY ENROLLMENT

(1990/1991)
Hakama Irbid : 1400 1333
Ramtha Ramtha 500
Yajouz Amman-East 1650 1461
Al-Hashimaya-+ Driver Trn. Zarqa 1600 1330
Ein El-Basha Amman-West 1650 1617
Sahab/Hotel Trng. Amman-South 1400 1250
Middle Ghore Balka 500 ' 237
Quesmeh Amman A 500 629
Masharea irbid 850 | 469
Agaba Ma'an 600 402’
Ghore EI-Safi Karak 550 338
"~ Tafilah Tafilah 400 447
Marka/for girls Amman 450 - . 493
Urban Dev.(7 Centers) Different Places 800 - 1678
Instructor Training Amman 770 981
Ogcupation Safety & Amman 450 433
Health ‘
TOTAL 14070 13089




D.  Curriculum

1. Vocational Training Centers

The VTC's regular two year training center program consist of three days at a traning
center and three days on the job. The in-school part of the program provides an

equal amount of time for the general education core, related trade subjects and
oractical application in a workshop. Previously students served a third year as a full
‘ime apprentice but this has been terminated as part of the standard secondary
program. Under the Reform MOE regulations students will receive a completion
cartificate at the end of the second year. Those who decide to take a third year as an
apprentice will receive a certificate as craftsmen following verification of there
competence. '

There are currently eight major trade areas with a number of subspecialties totaling 54
courses offered as follows: (See Appendix IV-A for complete list)
: 7
Electrical (power)
. Auto Mechanics
. Fabrication & Metal
‘ General Mechanical Maintenance

. Plumbing and Climatization

. Building and Construction

+ . Electronics

. Woodwork .
. Others - 15 specialties

. 2. Institutes

VTC operates two institutes, the Instructor and Supervisory Training Institute (ISTI) and
the Occupational Safety and Health Institute (OSHI). Both develop their own training
programs based on the needs of the VTC staff and business .and industry with
assistance from. experts in the various fields. The purposes of OSHI are described
oelow and ISTI in Section IV F-2.

OSHI was founded by VTC in 1983 and tasked with assessing and analyzing
occupational accidents and diseases and implementing strategies to assure their
reduction. The Institute now has six major objectives:

: .;
(1)  provide advice to the GOJ and official bodies with regard to legislation

and standards for health and safety;
{2)  provide training services to official organizations and industry;
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(3) promcte the teaching of health and safety throughout the educational
system,

(4) provide consultant services to industry;

(5) undertake studies to determine standards of occupational heaith -and
safety; and

(6) encourage and coordinate research in occupational health and safety.

The current major on-going activity is the provision of training services with 20-25
training programs per year with 20-25 participants in each. They are the major
training source for VTC staff and students in occupational health and safety. In
addition, they_ carry out a dynamic program relating to the other objectives noted
zbove. They have a professional staff of 14 technicians many of whom have studied
in Austraiia, Canada, the UK and the U.S. The tfacilities at OSHI are the best with a
relatively new building (1980) and state-of-the-art equipment. Their funding comes
primarily from VTC and small amounts from publications and training programs for
Jindustry.

3. Curriculum Development

MOE is responsible for all curriculum development in the educational system. In
vocational courses presented both by MOE and VTG, the training modules are
identical. Since VTC has more and different vocational options than MOE, they draft
their own curricula which then goes through the standard Ministry procedures for
approval as described in Section il D2. \VTL has one person on the central staff who
coordinates the process. Preparation of trade curriculum is done by. a committee of
experts in the particular trade using the standard job analysis procedures and
resulting in competency based modules.

E. Linkage with Business and Industry

1. Apprenticeship

Since its inception, VTC has maintained close linkages with business and industry
through its apprenticeship system. Instructors and training officers spend about half
of their time supervising trainees on the job and thus have a constant feed-back of the
effectiveness of the training in meeting the skill needs for the specinic trade. The VIC
training officers have frequent dialogue with plant training managers regarding the
placement and activities of each trainee. Each trainee maintains a daily record of his
activities which provides a check of the rotation through the skill areas related to his
trade. On a visit to the Jordan Pipe Company and the RUM Metal Fabrication
Company which provide apprenticeship training opportunities for the Sahab Training
Center, it was very evident that VTC ensures that apprentices follow the prescribed
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|
programs. For example, the Pipe Company training officer noted that he wanted the
machine shop apprentices to learn the total operation of the factory, but the VTC
training officer insisted that the students stay in the machine area since that was therr
specific trade. S '

Apprentices work a fuil eight hours three days a week and earn JD10-15/ month the
first year, (315 to $22), and JD12-18/month the second year ($18-$27), During the full
ime employment of the third year the apprentices receive about JD45/month ($67).
At Jordan Pipe they employ about 75% of the apprentices after they complete military
service, according to the plant training officer.

Wher asked about the attitudes of apprentices in regard to safety he feit that safety
reguaions were difficult to enforce becauss students lacked a supportive attitude. He
zlsc noted a decline in student work ethics which he felt was due to relaxation of
family diccipline.

(One of the unique aspects of the apprenticeship system is that VTC has no written

fc - mal agreements with &y of the enterprises involved. All arrangements are made

i :ugh informal oral agrzaments. These informal linkages have been established with
-4t 3200 employers si.ce VTC started the program - a striking accomplishment!

2. Advisory Committees

The VTC has established representative advisory councils or committees at the
national level, at each cf the training centers and at IST| to ensure that programs
reflect the needs of business and industry. As is true of the effectiveness of this
iinkage throughout the world, the key to its success is the leadership, i.e., the training
center or institute director. The central office provides guidelines for representation on
:he iocal committees, but the extent of valuable participation is unknown. Some center
cirectors reported that meetings are held two or three times per year. Another
reported that the committee was dropped due to lack of attendance. The problem
may be that members do not see the value in participating. The solution is in a clear
definition of the committee’s responsibilities and a means to implement their
suggestions. If they view their role as simply approval of an annual plan there is little
incentive for their involvement nor any valid reason for the committee to exist.

F. Teacher Training and' Staff Development
|

i. Preparation

In the main vocational instructors are expected to be graduates of a vocational
program, usually polytechs, and have at least two years of work experience in their
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“egr, Trammang ctheers, who supervise several INstrJctors in one area, may have
acdtional preparation such as an engineering degree. After the teaching staff are
employed, they are required to take a series of pedagogical courses at the ISTI
inciuding methods of teaching, vocational counseling, training with the modular
system. problem solving and decision making and educational techniques. It is
assumed that the latter is concerned with how people learn. The specific courses
offered by ISTI are based on an annual survey of needs. The above courses appear
‘o provide a basic level of teacher education for the teaching staffs of the .schools.

The Ecucstional Reform under MOE mandates a BS degree for all teachers. There s
serious doubt as to the need for such a requirement for VE teachers since the primary
qualifications are his/her capability to demonstrate a high level of skill in all the
~crnpetencies required of a skilled craftsman in a particular field. Since ewidence
noints to a lack of these skills in some of the teaching staff, technical training should

he given priority.

I 15 interesting to note that of 79 training officers 72 have/BS degree (91%) with most!
ol tnose degrees in engineering. This is significantly better than the administrators,
criy 31% of whom have their degree. On the other hand, of 354 instructors only 20
Fave the degree or a little more than 5%. Another 132 have degrees from community
coteges (37%), and 128 or 36% have a secondary education. Of the remaining
instructors 74 or 20%, have lesser qualifications. Athough the information on
academic preparation is carefully recorded, reports on the technical competency of
:ne teaching staff is less clearly defined, yet this is the prime requirement for all
vocational teachers. '

instructors at the schools indicated:it was difficuit to keep up with technology changes
and that there was fimited cpportunity for upgrading technical skills. There is very little
reward for outstanding performance. One director noted that an instructor who was
outstanding for two years could receive an extra JD2-3 ($3-4.47) per month for cne
year. From the foregoing it is clear that there is little, if any, real incentive for
nrofessional development or teaching excelience outside the joy of being an effective
tzacher. '

2. instructor and SupeNisow Training Institute (ISTH

Ihe institute was Initiated in 1982 for the purpose of providing a teacher training

~rogram for VTC instructors. In addition totraining VTC teachers, ISTI provides
wraining for industrial supervisors and trainers and has also provided instructor training
for some MOE vocational teachers as well as instructors from other countries. They
were instrumenta! in setting up 2 similar institute in South Yemen under World Bank
funding. :
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The Institute currently has only four. full-time training officers but calls on people from
industry, universities and VTC for part-time facutty on an “as needed" basis.

An Advisory Board reviews the annual plan, assists with the resolution of problems,
and brings suggestions for improving training programs and services. The Board
includes representatives from the institute of Public Administration, Chamber of
Industry, MOE Director of Vocational Education, Electric Authority as well as from
cement, pharmaceutical companies, refinery firms and other organizations.

_ The facilities of the Institute are appropriate with several classrooms, seminar and
lecture rooms along with a shop used by teacher trainees for presenting
demonstration lessons. In the main though, facilities from both inside and.outside do
not present a positive or attractive image. The demonstration shop lacks equipment.
ISTI should represent the very best in shop organization, management and layout
especially since all VTG teachers go through the program. Essentially the Institute
<hould set the standards by which all the shops and laboratories in the system are
judged. : s

IST! lzcks facilities for producing instructional materials which makes it very difficult to
provide adequate materials for its own courses as well as an appropriate setting for
students to learn how to design, develop and use a variety of instructional materials.
Equipment and facilities are needed for producing video tape, transparencies, slides,
models, mock-ups, charts, instruction sheets and other instructional aids.

3. Remuneration

-

Saiaries for the teaching staff leave much to be desired. The entry monthly salary for
instructors is JD140 and goes to JD160 after five years ($212-$242). Salaries for
training officers start at JD140 and go to JD215 after five years ($212-$325). A
summary follows as indicated in Tabie IV-5.
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Table V-5

VTC-SALARIES SUMMARY

. Entering After 5 Year Experience
C.C. Diploma B.S. Deagree C.C. Diploma B.S. Deqree
instructor 140-150 180-200 . 150-160 1 95—21 5
Training Ofc. 140-150 180-200 150-160 195-215

Director ' 140-150 180-200 150-160 195-215

Note: Instructors, Training officers, and Directors recsive the same salaries according
to civil services system of appointment in Government offices, based on level of
education. :

' (Seurce: Telephone call with VTC Personnel Department Feb. 17, 1882)

The average secondary school teacher (male) earns JD141 per month. VTC
instructors receive 30% more than MOE vocational teachers to compensate for their
eight hour day versus six hours.for MOE teachers. Salaries of skilled people working
in industry are sometimes higher. The Department of Statistics data for 1989 shows
that the average monthly wage of tool makers was JD48, motor vehicle mechanics at
JD151 and those in manufacturing at JD231 ($224, $229 and $350 respectively.)

4, Retentioh

Prior to the Gulf war an attrition rate of approximately 14% in the number of instructors
was reported (see Appendix IV-B) which is rather hign. The reason, according to
various instructors and directors, was the attractive salaries paid for highly skilled
workers in industry. After the war the influx of returnees, estimated at 300,000, caused
serious unemployment problems with the current rate at 17%. As a result the attrition
rate is now insignificant since instructors have few opportunities to transfer to higher
paying jobs in the private sector. At least for the immediate future, VTC should be
able to obtain a higher level of experience in instructors hired for new positions.

G. Facilities and Equipment

1. Status of Facilities

Visits to five training centers disclosed wide variations in the in the size, condition and
location of centers. The criteria for locating and starting a center were not available,
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but discussions with VTC administrators indicate that student population and job:
market were the prime criteria. One can accept the fact that palitical pressures play
some parn although specific pressures were not identified.

A number of additional centers have been approved for funding under the World Bank
Education Sector Loan. This would allow for the extension of two centers and
initiating eleven new programs within the Amman Standards and Testing Center now
being planned. An additional expansion of two- other centers is in the appraisal stage.

In general most facilities had adequate space for the shops, classrooms and
administration. There were appropriate- store rooms, and instructors offices. Some
schools had recreation space for the students but this-seemed inadequate at.best and
completely lacking in some centers. More attention should be addressed to the extra
curricular. opportunities for students along with a cheerful place for students to gather

during breaks. -

Few of the shops were bright and cheerful or really clean gnd thus would not provide
<..:dents with an attractive place to study and learn. Lighting was often inadequate
although one carpentry shop had a large number of skylights which made a
significant difference. The painted safety lanes, particularly around machine areas,
were badly deteriorated and were often indistinguishable. The sense of gloom was
further exacerbated by the color and condition of the paint throughout the shops,
corridors and support areas. Although one could make a case for how this reflects
the dirt and gloom of many industrial plants, there is no excuse for an educational
institution to have an environment that is not conducive to learning.

The storerooms often appeared in disarray, poorly organized with limited parts and
supplies. There were no posted inventories so that instructors and students could
check the supply status at a glance. Instructors’ offices were also not well maintained
in a neat and orderly fashion. Since the team school visits were made at a time of
extremely cold weather conditions, it had an opportunity to experience the condition of
the heating systems. Several were not operating and even where they were there was
not sufficient heat for a reasonable level of comfort for

students and staff. Although cold winters may be relatively rare in Jordan, heating
systems should be equal to any weather requirements.

2. Status of Equipment

Overall, most equipment appeared operational and both students and instructors
verified this during interviews. However, it was noted that some equipment needed
repairs and parts. An electric shop had a shelf full of multimeters with no means of
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(apair available. Instructors are required to repair the equipment in their shops to the
extent possible as pan of their job.

Safety equipment was lacking. Although most machines were adequately guarded
ihare was little evidence of students wearing goggles. This should be a mandatory
requirement in all shops as well as for anyone entering the shop. It was observec that
there were no push shoe/sticks for jointers and these are critical for safety. Further,
there were very few safety posters or a posted record of accident or "safé days."

As noted previously, painted safety lanes were in deplorable condition. Attention °
should be given to providing not only adequate general lighting but-task specific such
as needed at grinders and other machine tools. These are important aspects of a
safs environment. '

tfost equipment is 8 to 12 years old and careful consideration should be given to its
conditions and relevance to current industrial use. Several center directors and
instructors pointed to the need for new or additional equipment. They asked for a
‘wide variety of items ranging from sewing machines, video equipment and water
coolers to buses for transporting students. All wanted equipment representing
advanced technologies such as word processing and numerical controlled machines.
Vocational programs must constantly budget for new equipment or new technology
changes will pass them by. The result will be students ill-equipped to enter the work
place.

The sittation regarding supplies varied significantly from very adequate to insufficient.
Shops which did a great amount of work for customers who supplied the raw
materials had plenty of supplies, e.g., welding shop production of portable tables.
Other service type shops such as electrical or plumoing had limiied supplies.

H. Empioyment of Graduates
1. Placement
Curreritly, there is not formal system for placing graduates at orssent. Since two

year's of military service is required for ail males following completion of the three year
VTC program, placement becomes rather complex. Discussions with training center

aireciors and the central office indicate that most graduates 1end to seek jcos at the
firm where they served their apprenticeship after completing military service.

The Director General noted that it is his desire to institute a follow-up office along the |
lines of the one at MOE. However, funding for the foiiow-up office remains a probiem.
Some center directors have carried out their own follow-up surveys and the results are
quite impressive. A follow-up just completed at the Sahab Training Center showed
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that of the graduates completing the:r miinary service 1&St yea:, 84% nave j0os .0 e
field for which they were trained while only 5% changed fields. At the Marka Center
(all females) follow-up studies are conducted every two years. The most recent study
shows 45% working in their field and 40% who got married. One director reported
that he sent a list of graduates to the MOL employment registration section. It is clear
that a comprehensive system wide placement and follow-up program is needed to
enhance job opportunities for graduates and assess the effectiveness of the traning
program.

2. SQurvey of Empiovees

The survey of Employers noted in Section Il included a survey of employees. it s
interssting to note that about 10% of the employees in the sample had received
training from VTC. Some 31% indicated that training was very useful while about 1%
said it was not useful. Perhaps most important, 77% of the employees felt their
{rzining heiped them get a job.
. P

i Recommendations
1. Management

The organization chart {Table [V-1) should show the institutes and training centers
under the Training Director since this is the way the system currently operates. A
dotted line representing informal contact should then connect the institutes and
centers with the Director General. In support of the Director General's desire to
increase authority at lower levels, center and institute directors should be given more
zuithority, tiexibility and responsibility for their facilities and programs. Evaluation of
“ther performance should be made annually based on the quality of the learning
environment, meeting the needs of local employers and students and managing their
facilities. Some areas to consider in providing directors with more control and
responsibility for authority are: ‘

. Identitying and implementing new (or revised) training programs based on local
needs:
. preparing annual budgets based on standard procedures and receiving the

funds to operate once the budget is approved; flexibility should be allowed to o

encourage initiative in expanding programs, improving training quality and
enhancing staff development and training programs;
. upgrading facilities should be a priority and funds budgeted for this purpose;
e providing additional training for initiating and involving advisory councils,
developing cost recovery and production activities, and establishing and

operating ~vpcational industrial clubs for students; and
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controlling funds within established guidelines.

The policy of requiring funds earned by the centers to be turned over to the central
office is a disincentive for director and staff to participate in production or service
activities to earn funds. It is strongly recommended that this policy be amended and &
new approach be instituted which would allow for a better distribution of earnings. As
an example, when production or services are carried out during school hours the
funds couid be shared between the shop and the school 50% each. For any
production activities carried out after school hours the funds should be shared by the
‘nstructor. students and school. It is important in establishing a new policy that the
rules ensure that the production or service activity is first and foremost a valid
educational experience for students, and that careful records and controis be
sstanished to account for all funds. This approach should be a significaﬁt
encouragemerit for directors and there staffs to be creative in cost recovery efforts.
One oiner caution, the schools should avoid taking on work that competes directly
with focal radesmen.

2. Curriculum

The currcuium as presently developed, appears to do a reasonable job in preparing
skilled workers. Standard task/job analysis procedures are followed in curriculum

. developiment. Instructors and administrators claim that the curriculum is relevant 1
pusiness and industry needs since they have constant contact with industry. {Tre
Employees Survey [Section ll] noted the need to maintain closer contact with
industry.) However, there is little evidence of a curricuium review structure and this
should be an ongeing part of the training officers job in cooperation with the
instructors. Curriculum review should be conducted each year by those responsible
ior the coordination and teaching of each trade area. Since training modules are
costly to produce, consideration should be given to adding sheets as appropriate to
revise or supplement the moduiles. ’

Some shops have frequent production jobs, others are service oriented. ltis
important in botn cases that students learn how the capitalistic system works
especially as to the key role of a worker producing quality goods and services In a
reasonable tme. One way to provide the experience is 0 establish a mini-enterprise
company as a project with the students doing a market study, designing a product or
a service, engaging in small quantity producﬁons,*establishin'g*pricesfamdfseHingf‘t—hef
item or service. This will enhance students’ knowledge of the system and the
importance of quality work. This activity should be built into each curriculum so that

~ all students have this experience during their two years at the training centers.

The instructor’s guides for the modules should be reviewed and a variety of
instructional aids identified and developed to provide for different student learning
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- stvies. Transparencne@' sm‘o mation sheets, charts, models, mock-ups and other
devices shioua be deve!ope;d for every moduie and mrovuded to all the instructors.

5. Linkages

VTC nas establishea excellent linkages with business and industry through its
sorenticeship system, however, the training center’'s advisory committees’ need
swangthening. It is recommended that the central office establish a special committee
i Jevelup a policy manual which would specify the objectives, membership, structure,
crientation and training, specific activities, records to be kept, frequency of meetings,
=ublic relations and other related items. The policy manual committee should include
reciesentation of the centers, institutes, business and industry and the cenfral office.
The central office should gather publications describing advisory committee activities
from several countries for review and discussion by the policy manual committee.
Liter the manual has been developed the committee should design a training program
for VTC administrators and then the instructional staff in how.to use the manual. The
Director General should then designate one person on his staff to be responsible for
following up to ensure the implementation of the program. Annual reports should be
required of each center or institute with the contents specified in the manual. The
effective participation of advisory committees will not only ensure relevant curriculum
" content, but provide a strong base for improving the publics’ perception of vocational
training.

It has been noted that VIC maintains a variety of contacts and hnkages and this is
highly desirable. There are several additional linkages that would be helpful. The first
of these is to establish contact with the European Center for the Development of
Vocational Training known as CEDEFOP." This organization was established by the
European Economic Commumty (EC) countries to provide for an exchange of
information and documentation about vocational training programs in the member
countries, including publication in the. several languages, comparability of vocational
training capabilities of member countries, study visits between countries and research
and development activities. Although CEDEFOP membership is open only to EC
countries, the headquarters in Berlin is willing to arrange country study visits of
vocational programs for non-members.

Perhaps of greatest value to VIC as well as the MOE vocational program is the large
number of quality publications describing in great detail the vocational training
program of each member country. These publications cover not only the secondary
vocational school programs, but special programs for the unemployed, early school
leavers, apprenticeship, training-in-industry and a host of other related subjects. The
publicaticns can be readily purchased from the central office in Bertin.
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The second linkage that would be of value-is for the leadership to participate in
international organizations such as the International Vocation Education and Training
Association (IVETA), a division of the American Vocational Association. There are over
40 countries from Europe, North America, South America, Africa, and the Pacific
region represented in the organization. Meetings are held annually in December where
professional papers are presented dealing with all aspects of vocational education
Also periodic international meetings are held in other countries where appropriate
sponsorship is available. There are also Arab regional associations relating to
business, industry and training that VTC leaders should participate in so that they can
keep abreast of employment opportunities and economic directions in the region.

4. Staff Development

£ review of the ISTI vocational administration program for school directors shows a
rather comprehensive 80 hour program. The program could be strengthened by
including sections on educational psychology. adopting Programs to students with

. learning or physical disabilities, supervision and human felations, public relations,
cperating an. effective advisory committee, business management, facility maintenance
and student industrial or business clubs.

The curriculum for instructor training needs strengthening in the area of shop
organization and management as evidenced by rather poorly maintained shops. The
impression & student or parent receives on entering a center is often not very positive.
The program should cover such items as safety, maintaining a neat and orderly shop,
display of educational materials and operating a puplil personnel system to ensure
effective clean-up and maintenance with student participation. Staff should also receive
instruction in starting and maintaining a dynamic Vocationa! Industrial Club.
Additionally there is a need to provide instructors with training and an opportunity to
make samples of every kind of instructional aid. Perhaps more important, to educate
them how to select the best aid for different learner's abilities and 10 use the aids
effectively. Very few instructional aids were seen during the shop visits.

5. Facilities and Equipment

As noted above, students, parents, and visitors entering a training center may be

___disappointed with the environment. There is every reason to expect centers to be

bright, cheerful and attractive. Granted some industries are not that way, but more
attention needs to be given to the workshop environment. A great improvement could
be made by painting the halls, classrooms and support rooms ‘with bright colors.
Shops should also have walls and Qeiii_ngs'_,paintgd,;in;_bright:;qq!qr_s;wim the lower part
of the walls somewhat darker 50 °as SRR TS AfelyTanes shodild be clearly
delineated, machines painted and safety color coding uniform in all shops.
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- nstructors’ offices, store rooms and service areas should all be neat, orderly and

painted. Instructors should have bulletin boards with information about current
technical developments. Walls too are educational devices and instructors need to
put up charts, related industrial pictures and other items -- all of which should be
changed periodically. It would be worthwhile for all the staff to wear appropriate
standard shop coats with a VTC insignia on the back and their name on the front. All
of these steps would improve student and instructor morale and considerably improve
the status of vocational education in Jordan which most agree is a major problem.

Each instructor is responsibie for ensuring that all standard safety devices are in good
operating condition and that each student can demonstrate safe procedures before
hejshe is aliowed to operate the equipment on their own.. Center directors should
conduct safety checks frequently to ensure a safe environment for students.

Given the need to upgrade old equipment and purchase some new equipment, a
careful analysis should be made of all equipment in all the centers, reviewed with
advisory committees and then a priority purchase list devejoped. A fund should be
established for this purpose to meet current needs with additional funds allocated on
a continuing basis. Funds should also be allocated for a library in every shop and an
industrial sink so students can adequately clean up at the end of the shop period.

6. Guidance and Placement

A formal placement system should be established in each school with a staff member
assigned the responsibility. The position should be within the guidance office. The
placement system should crient students on the importance of keeping contact after
- graduation and completion of military service. Every student should be followed-up

" after military service to provide placement assistance as needed and feed back in
relation to training programs’ effectiveness.

Considerations should be given to the establishment of student skill profile. This
system requires the instructor to check off each competence the student has learned
and also indicate the skill level. An employer has a similar check off profile which he
supplies to the placement officer who matches student profiles with the job profiles.
One VCT administrator indicated that they have a similar system but this was not
observed by the team. '
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o Nemand Oriven Development

1. Market Projections ]

“srowth, hased on data presented in Section I, in sectors most related to VIC's | ,
tframing prograrms are indicated in Table IV-6 below: '

Table V-6
Se s (Growth Rate/Yr. Total New Employment 1991-1995
(000)
AL tar 10% ' 35.8
rdustTy 9% for first year 12.2
yvater & Electricity 3% and 15% thereatter 1.3
Transpert/Communication 3% 8.2
Business Services 3% ' 3.9
Construc!i: 1% 9.4
Total 71.8

As notet .0 Sectior i, these figures are indicators of growth and cannot be applieo
Jirectly as requirements for skilled workers given the fact that the typical trade cuts
rross several sectors and small employers were not included in the data.

2  Projected Enroliment

Enréliment in the apprenticeship program is expected to grow from about 6730 t©
9860 from 1982 to 1996 or 46%. :
Total enroiiment in ali VIC programs are projected as follows:

1992 - 16150 1985 - 21550
1993 - 17790 1996 - 23730
1994 - 19580 Total 98800

(See Appendix IV-D for complete summary)

'7‘Fhesfefprejeetiensfarefbasedfonfan,app[oximate 10% increase per year aimed at

meeting the ultimate goal of having 50% of students in grades 11 and 12 in the
applied stream. !

Although comparisen of VTC oLvtput with the broad demand figures noted in J-1 is
hazardous, the totals of about seventy-two thousand needed skilled workers against
VTC's enroliment of about 89 thousand gives us some gross indication of the supply
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and demand situation. However, it must be kept in mind that the demand and supply
for specific trades is impossible to compute. First, the data base is subject to
numerous constraints due especially to the lack of demand figures for small (less that
5 employees) enterprises where many skilled trades graduates will find work.
Secondly, the data is collected by sectors and the same skilled trades are found in
many sectors. A third unknown factor that directly impinges on demand is the

replacement of workers due to retirement, disability or death.

By 1996, about 41% of those enrolled in VTC programs will be apprentices or about
40,500 (5yr-total) of whom a third would graduate each year from the three year
program or 13,502. The rest of the trainees estimated at about 58,000 (Syr. total)
would be completing short courses. Adding the totals from apprenticeship *13,502
plus 58,000 short course completers resulits in roughly 71,800 total number of trained
workers available over the five year period against demand estimates of seventy-two
thousand. If one adds in the MOE vocational program output, the indicators point to
an over supply.

,
In light of the lack of a definitive base for comparing industrial demand with VTC
apprentice output, one must assume that it is not possible to make a reasonable
comparison in most cases. The remedy may be two fold, (1) The Department of
Statistics should expand their surveys to all establishments and provide occupational
detail by industry. (2) Each VTC training center should continue to conduct an annual
survey of training needs by industry and trade of all the enterprises in the region they
serve.

-

3. Facility Regquirements

Budgets developed for the next five years as shown in Section VI-D indicate a
continuing effort to upgrade facilities across all centers. The major portion of
construction funds is allocated to the Amman Testing Center and the 12 new trade
programs to be offered by the Center. Insufficient time was available to the team to
analyze the distributions of funds in relation to the needs of each center and or new
centers, but it is apparent from the budget presented that VTC administration does
have a well developed plan for upgrading and expansion over the next five years.

Maintenance figures seem quite modest, e.g., for 1991 only 1% of the total budget
was set aside for maintenances, (See Section VI). Consideration should be given to
increasing the ratio so that all facilities are brought up to professional standards as
described in Section IV-| Recommendations. f
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4. Equipment Needs

Funds budgeted for equipment are extremely modest and amount to an average of
about JD5625 for each of the present 16 centers, even if the total were allocated to

these centers alone. Since other programs will also draw from the fund it is unlikely
that the amount budgeted would provide for all the equipment needed to bring the

centers up to industry standards.

As noted in Section V-l Recommendations, ISTI needs a major injection of funds even
if it remains in the current building. The budget provides JD 180,000 in 1894 which
should be sufficient for a major upgrade. It would be more appropriate to start the
upgrade in 1993 since the needs are significant. Even if ISTl is eventually moved to
another facility or consolidated with MOE, the instructional materials production center
and the demonstration shop would need the new equipment.

5. Staff Development

An on going in-service training plan has been developed for VTC staff and funding
provided in the budget. In addition, they have requested 293 months of overseas
training as shown in Table IV-7. Cost estimate for overseas training indicated in Table
IV-8.




Table IV-7

Cost Estimate for Overseas Training

Length of Time No. of MM Cost US Total
Dollar/MM

Lot term 197 $3500 $689,500

iong term 86 $1850 $177,600

Totai 293 $867,100

Table V-8
P
VTG NEEDS FOR STAFF DEVELOPMENT
INTERNATIONAL
(Requested)

CATEGORY DURATION MM SUGGESTED COUNTRY
A, AUTOMOTIVE INSTRUCTORS
1. Autc Electrician 16 (4x4) i Germany
2. Petroi & Diesel Mechanic 4 (1x4; Germany/italy
3. -Aulomatic Transmissions 8 (2x4) USA
4, Truck Drivers 8 (2x4) UK
5. ELECTRICAL INSTRUCTORS
1. Electrical Controls | 4 (1x4) UK/Germany/USA
2. Electrical Maintenance 4 (1x4) UK/Germany/USA
3. Radio/TV 8 (2x4)

C. METAL FABRICATION/WELDING INSTRUCTORS

1., TIG Welding 8 (2x4) UK
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CATEGORY DURATION/MM

1

D. INSTRUMENTATION
1. Maintenance & Calibration 16 (2x8)

of measuring instruments ‘
2. Process Controliers 8 (1x8)
E. GENERAL MECHANICS INSTRUCTORS
(1x8
(1x8

1. CNC Machining 8
2. Advanced Pneumatic 8
hydraulic system

F. CLIMATIZATION
1. Steam Boilers Maintenance 8 (2x8)

~ 2. Central air conditioning
system & controllers 8 (2x4)

G. PRINTING TECHNOLOGY

. Printing 48 (2x24)

H. HOTEL MANAGEMENT

1. Food Production 12 (1x12)
2. Food Service 12 (2x12)

l. VOCATIONAL GUIDANCE & COUNSELING

1. Degree (2) 48 (2x24)

J. OCCUPATIONAL STANDARDS
TESTING 6 (2X3)

SUGGESTED COUNTRY

UK/USA

UK/USA

UK/USA
UK/USA

UK/USA

UK/USA

USA

Switzerland/Italy/UK
Switzerland/ltaly/UK

Masters Degree
(2)UK/USA Masters

USA
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CATEGORY DURATION MM SUGGESTED COUNTRY

K. LEATHER & CLOTHING

1. ieather clothing 6 (2x4) Turkey/ltaly
‘aprication

2. Apparel Fabrication 12 (3x4) USA

2. Fashion Design : 24 (2x12) USA

/r.,.. "‘zf;-?‘l' HH -.J;‘i .
DEVELOPMENT 9 (3x3) USA/UK

TOTAL 283 MM

« Note: Cinres in this column indicate, e.g . 16(4x4) - Total of 16MM with 4 pecpie
¢acn N training 1or 4 months.

8. Teehnical Assistance

The central administration has requested assistance in developing & manageme:™:
information system to provide comprehensive, up-to-date data for decision masing
is reccrnmiended that expert consultants be prpvided to assess the specific needs,
identify and specify equipment requirements, assist with installation, establish a

training program for the administrative staff and prepare maintenance program. See
Appendix IV-E for program detaiis.

Supporting the recommendation for improving the status anc perception .of vocational
fraining in Jordan through the deveiopment of vocational industrial clubs (VICJ) in aii
schools, it is proposed that a special training program for two VTC administrators be
arranged with the U.S. headguarters of the Vocational Industrial Clubs of America
VICA) in Washington D.C. The program wouid include an orientation to the purpcse.
structure and operations of VICA &t the national, state and local levels, with visits to
each of the three levels. Additionallv a consuliant should be provided who would
return to Jordan with the two administrators and help them setup the VICJ program
including a training program for all training center directors and instructors. ltis
assumed that the two administrators would be designated by VTC central as director
and assistant for VICJ. v j

A modest budget to establish VICJ would be required. The VICJ office would neec a
vehicle, secretary, office space and equipment, funds to develop publications, funds

fv-28




for student identification material, i.e., membership pins, insignias, T-shirts with logc

etc. .
Table V-9
Cost Estimate for Vocational industrial Clubs of Jordan
ltem Number Cost
US Training a (2x2) x $3500 $140,000
Consultant 3 (1x3) x 15,000 $ 45,000
Publications ‘ $ 6,000
Insignias etc. (Cost of these items are
recoverable through sale to students) $ 14,000,
Yehicie $ 12,000

Total $217,000
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|
Table IV-10 |

Cost Estimate for Management Information Systems

tem Units Unit/Cost Tots:
1. Consultant Estimates 12 $ 17,000 : $ 204,000 (a:
2 Training 44 $ 15,000 $ 660,000 (o
3. Fellowships (Foreign) 10 $ 11,000 $ 110,000 wc

te)

4. Software/Hardware

Training Centers 16 ~+$ 10,000 $ .160,006
Institutes 2 $ 10,000 $ 20,000
Head Office 1 $150,000 $ 150,000
Core Admin.}Software 1 To be determined

TOTAL ,~ $1.304,000

NOTES:

(a) Preliminary Assessment, Design, Software/Hardware configuration.

(b) Assumes 2 p/m/TC, 4 p/m/instit., and 4 p/m for Head Office. Foreign.

(c) Short Course, U.S. or U.K based, 1 month duration.

(d) Maintenance on software/hardware estimated at 10%/year or $ 420,000 is not included i bucget.

Source: Since the author of the report is not famitiar with the development and cos: of an MIS,
consultation was sought with an expert who has designed many systems in a variety
of countries. Thus the information presented here and the appendix was developed
by Kurt Moses, Vice President and Director of System Services Division at the
Academy for Educational Development. Further adjustments were made under 10
advisement from NCERD.
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A TECHNICAL EDUCATION: COMMUNITY COLLEGES

A. Purpose : :

e community coileges, as such, came into existence in Jordan in 1980 when the Boarc
ot Education converted teacher traning and other existing institutes into two-year
community colleges. The purposes and mission of CCs are derived from anc are the
szrme as that of ail of higher education in the country. Generally, according to Article 3
= the Higher Educartion Law, higher education, including the CCs, has the responsibility
~n imniement the Government’s educational, cultural, and scientific policies.” As early as
1085 i1 a report entitled, "New Guidelines for Camprehensive Community Colleges in
Jordar® oy Dr Clyde B. Knight, a recommendation was made to prepare a'system-wide
missior statement because of its importance in establishing direction for the entire CC
anterprise. During the team’s interviews in August, 1990, a system-wide mission statement
was ziuced to, but apparently has not been finalized to date due to more pressing
oroniems. s

The nresent mission of the CCs system parallels the classical mission of most community,
wmier colleges and technical institutes throughout the world, namely, to prepare persons
‘ar employment in various technical fields, and to prepare persons for transfer to four-year
cclleges and university programs.

The cormmunity college system is expected 10 suppiy technicians for the businesses and
industries of Jordan. Technicians occupy important positions between the professicnat
and *ne skilled and semi-skilled workers.. A skilled technician interprets the cirectives of
plans of the professional and transiates these into production processes. The skilled
technician interacts with both the professional and the worker, with the result being tne
producticn of a tangible product, a service, or an idea.

Mission statements of individual Community Caolieges, while found in only two instances
during interviews, followed the same format and the usual purposes, i.e., prepanng
persons for work or for transferring to college or university. One CC Dean indicatec that
some female students enroll in and complete a CC program, knowing they would
probably never enter a gainfully employed status, but rather they would beccme wives
and mothers. The opinion expressed was that such students, having receivea additicrai
education, would make better wives and mothers, with Jordan benefitting over ume if this
is a prevalent opinion, it should be expressed as a goal in the mission statement for (he

——CC system.




B. Administration and Organization |

1. Structure and Management

Organizationally, the Community College Directorate is in the Ministry of Higher Educaticn

'MOHE). I was placed there to improve the linkage between CCs and the upper eve: ©

colleges and universities, thus raising the status of CC programs and facilitating transter
by students from one to the other. There are, however, real problems with transters.
Qome university-level persons seem concerned that CC programs may be inferior ¢
university-ievel work, but this is unsupported by any concrete evidence. Nevertheless.
such perceptions should not be discounted lightly, and one strategy for resolving thus
problem is to place all CC programs on a competency-or-performance-based mode, sucr
*nar subsequent evaluations and assessments will serve to dispell misperceptions of
program quality. Whereas program effectiveness has been formerly based on enroliment
figures only, the focus should now be on performance of learners during training, anc
their empiocyment performance after completion of programs.
7

Weekly three-hour maetings are held at the MOHE for CC staff at which course/program
appraisals are made needs are determined, problems are identified, possible solutions
are set forth, equipment needs are ranked in priority, and budget status is discussec.
Budget requests are made and forwarded to the Ministry in August each year by CC
Deans. Equipment needs are submitted by the CC Deans and these items are centrally
ourchasead.

Currently, Jordan has 61 licensed community colleges administered by over 30 different
agerncies, all operating under the MOHE. Coordination of CCs as a system needs & vas:
amcunt of inanagement attention based or a viable management informatior system.
The Pubiic Community Coliege Direciorate is in the MOHE, specifically uncer e
Secretary uanpral. Each CC is direcied by & Dean with an Assisiani Dean for
Teaching/Instruction and sometimes one for Student Affairs. Anoiner Assistant Dean folt
Administration and Finance is provided. Each separate program has a Head responsioie
for an instructional area.

Since 1§7%, Jordan ras established three potytechnlcal institutions tnat have been 2i22sC
in the CC system. A major difference between polytechnique institutions anc ine
traditionza! CCs is that the former usually have more Ph.Ds on staff.

The Community College Directorate provides liaison between MOHE CCs and those
supervised by private entities, UNRWA, and other government agencies. Such liaison is
supposed to coordinate achievement of program standards. It is through such liaison that
a revised set of program accreditation standards might be implemented according 10
commonr regulations issued by MOHE for all CCs.
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Concern was voiced Ininterviews that pelicies by wrucn CCs are governed are fc SRR T
outside (he system. This should be redressed by invoiving CC personnei it oo Sy M anifig
activities. Participatory management is a viable strategy for consideration hat- Fe.Cy
CCs is set by MOHE and the Council of Higher Education. Representatives ! 20mmCn
(public) and private CCs serve on the Higher Curnicuium Committee, i€ rw‘?;",e
Accrediation Committee, the Higher Comprehensive Examination Committee, anc otrer
committees. Any serious developments in the CC program cannot be consice:&Q ‘:r:::re
consuitation with the various colleges.

riecenily soma CCs were

D.

irect

t cha nge from mmiree-vear to hwo- year netitchions

= AR~ e - y~ A A S v i

a
such a whvo-y2ar restraint on pubiic CCs precludes any consnderatlon of ezxlacisinng
infgg-yeai and even ;uur-year programs that would serve future employment
cnounurines requinng nighly technicat skills. 1t also preciudes filling obvious Gans i Nz
sxill igvel merarchy.

There are 12 CCOs adiministered by MOHE, 2 by MOE, 3 administered oy other GOJ
agencies, 5 administered by the military. 11 administered by private boards of
trustees/owners and another 10 not subject 10 MOHE stanaards for a total of 60 CCs.
The majority of thiese colleges are located in the Amman area with & few in the north and
with four in the south. Table V-1, list of Community Colleges, identifies institutions,
responsiulz agency and location. i

The team expendea mucn time in trying tc determiiic tNe exact process and criteria that
are used 10 site of Iocate a community collegzs. Populaticn concentration was the most
fraquently mentioned critzrion. with rate of economic growth being mentionec s=cona.
M one wstance "pokucal pressere’ was aiucen T Cut was gowngiayed as sEng an
infrequentty used <nterion.

In the case of private CCs, location was based ¢ wnims of the bcards o :‘-_. ees, or
possibly the availability of buildings and space which coulc be rentec. ! private s were
located in remote areas, the administraticr resorted 1o empioying a bus service girectly
to the nomes of students. Several of the private CCs use puses in this mann2r STwdents
cay apmiekmately JO9/mo. if they use the tus servilz.

Locaung or siting of CCs within Jordan depends upon many cf the \.'amdc citec earner.

The teamm was told that locating a public CC was deterrminec largeiv Dy the oCpuidtion
and the needs, but for private CCs it needs oniy an appiicaton and a feasionty study.”
No aoubt, existing data do not allow precise estimates and forecasting, but economic
cevelopment, demographics, employment -change, and other facturs are cedanly
important in making decisions about location or expansion of educaticn or raining
nstitutions. including the CCs.



TABLE V-1

LIST OF COMMUNITY COLLEGES (CCs)
CCs - Administered by MOHE

No.  Name of Coliege Students’ Sex Location Year Impiemented
| Amman College | Male Amman 1852
z Amman University Coliege Botn Amman 1975
for Applied Engineering
3 Princess Alia College Fermale Amman 1972
4 Sal College Both Salt 1975, .
5 Zarna College Both Zarka 1979
€ Howwarah Coliege Both Irbid 1954
7 irkid College Female Iroid 1978
6 Al-Hussun Polytechnic
for Applied Engin. Prof. Both Irbid . 1981
9 Karak College Both Karak 1979
10 Ajloon College ‘Female Ajloon 1964
11 Tafilah College for
Engineering Professions Both Tafilah 1986
12 Ma'an College Both Ma'an 1989

CCs Administered by MOE

13 Hoteling College Both 7 Amman 1981
14 Shoubak College © Both Shoubak 1975

CCs Administered by UNRWA (U.N. Relief and Works Agency)

15  Wadi Al-Sair College 8oth Amman 1960
16  Amman Training College Botn Amman 1971

Administerec by Other GoJ Agencies

17  Islamic Sciences College Maie Amman 18972
18  Communications College Both Amman 1982
19 Social Service Institution Both Amman - 1965
20 Para Med. Institute Both Amman 1973
21 Para Med. Institute Both irbia 1979
22-  Banking Studies Institute Both Amman 1970
23 Princess Sumayah Instit. Both Amman 1877




No. Name cf College Students’ Sex Location Year implemented

24 Queen Nour Tech. Coll. Both | Amman
25 Physical Therapy College Both - Amman

Administered by Jordan Military

el

&  Shnerrif Nagir Military

Cemin. College Military Forces
27 Tachinical Military Coll. Royal Maintenance Forces
28 ©rince Faisal College Air Force
29 Prince Hassan College
icr Isiemic Sai. Air Force
30 Gecg. Centre C.C. Geog. Center

CCs Administered by Private Bds. of Tustees/Owners

S

ReH AL-Gaasia C.C. Female Amman
32 Al-Kawarizmi C.C. Both Amman
n3 Arabic Society Z.C. Both Amman
34 Jordanian Society C.C. Both Amman
25 Arabiyyah C.C. Both Amman
36 Queen Alva'a C.C Female Amman
o7 The National C.C. Both Amman
38 Al-Quds C.C. : Both . Amman
3 Al-Andalus C.C. ‘ Both Amman .
40 Intermediate Univ. C.C. - Both Amman
41 Hetieen C.C .. Both Amman
ag Princess Sarwat C.C. ' Female Amman
i3 Al-Petra C.C. ‘ Both Amman
44 islamic Society C.C. Both Amman
45 Qurtuban C.C. Female Zarka
46 Al-Zarga Private C.C. Both Zarka

7 Grenatah C.C. Female irbid
48 Al-Razi C.C. Female Irbid
49 lben Khaidun C.C. Both Irbid
50 Jerash C.C. Both Jarash

51 Al-Mafraq Private C.C. Both Mafraq

1983
1980

1887
1986
1987

1987
1975

1967
1979
1980
1975
1978
1979
1980
1980
1981
1979
1979
1980
1981
1979
1981
1979
1981
1979
1978
1981
1985

CCs Not subject to MOHE Standards

52 Joraan Stat. Centre Both Statistics Dept.

53 National Tr. Centre for
Orthopaedic Technologist Both Military Forces

1966

1987



i
l

Military Academy
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No. Name of College Students’ Sex Location Year implementec
54 Maintenance of Midial
Eng. Centre. Both Military Forces -
55  The Nursing College Both Ministry of Health 1952
Amman _
56 The Nursing College Both Ministry of Health 1984
Irbid
57 Princess Muna College
for Nursing Female Military Forces 1986
58 Nursing College Female Ministry of Health 1984
58 Royal Jordanian Zarka ‘
Air Academy Both Civil Air Auth 1963
60 Music Academy Female Queen Nour Inst. -
51 - Male Military Forces




3. Professional Standards

Only. recently have institution and program evaluation processes received attention. A
clear-cut, comprehensive, system- wide evaluation model is not yet in place, but elements
apparently are being considered. The Community College Directorate contains sections
far examinations and measurements, computers and statistics, and planning and
research. An overall evaluation coordination strategy should be developed.

i vranes in ©Cs must have a minimum of 50,000 volumes. Class size is limited to 30 to
390 siudents.

orciessional preparation of the ministerial and institutional CC administrators.seem 10
vary, but certain standards are imposed. For example, the CC Director is required to have
a cactorate, preferably the Ph.D., in education. In addition, the Director must have two
years experience. Doctorates are obtained outside Jordan, in the United States, England,
Egypt. and some European countries. Administrative personnel serving at the deputy level
in hoth the ministry and at the CC institutions must have the equivalent of the master's
degree. All CC instructors are required to have the baccalaureate degree. Private CCs
must have a medical doctor and a nurse on staff. Table V-2 presents an overview of
crofessional preparation of the adminstrative staff.

Table V-2
Distribution of Administrative staff in Community
Colleges by Degree and Sex : 1989-1990

Cegree = Male Femae Total
r D 50 s
ATAS 55 : 2C T
H:gher Diploma 48 50 25
BA/BS 167 107 2TA
inter. D:ploma 234 235 182
Zen.Sec.Cert. 81 - 3 172
L=ss than G.S.C. 585 258 833
Total~ — — — 1230 766 1996

‘

\

Source: MOHE Annual Statistical Report - 1983-50



C. Admi%sion and Guidance

i
1. Admission Policy

Enroliment in the CCs is very competitive. Admissions to CCs is open to graduates of
the secondary vocational and academic secondary streams. Formerly, entry was
open to all secondary school graduates. Presently, however, students must earn a
grade above.the minimum cut-off score on the national secondary level examinations.
A minimum entrance score was set in an effort to improve the quality of students
entering the system.

Interviews inevitably led to a discussion of the prevalent attitude of the unrealistically
high educational aspirations that Jordanian families have for their. children. This tends
to place excessive demands on the limited places available in higher education for
students. Admi’ssion to higher education, including the CCs, via competitive admission
examinations is resisted by families holding such high educational aspirations for their
offspring. They apparently desire a more open admissiops policy.

Thus, enroliment at CCs is not necessarily market driven. It seems to be driven more
by aspirations and financial and moral support from families than by the job market.
Such familial pressures often serve to insulate the educated unemployed from the
realities of the job market. :

Information about the numbers of students who applied for admission to the CCs, but
were not admitted due to lack of space in programs or in schools, was not available.
Also not available were figures on possnble excess student places by program and by

school if there were any.

P

2. Quidance Functions

Jordanian officials interviewed indicated that entry into higher education, including
Community College, is linked to the ability and achievement of students. At the
secondary level, students are tracked into academic or vocational tracks. As is true
throughout the world, this practice in Jordan serves to stigmatize vocational tracks,
and that stigma oftent;mes has the propensity to continue as students enter CC
programs.

Students with CC diplomas can compete for spaces in university programs in the
same specialty. To do so, they are required to pass both theoretical and practical or
performance examinations.
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3. Enrollment

Information about students entering the CCs was scarce. In 1991 - 19382,
there were about 9,000 males and 10,000 females enrolled in the first year
program. |

Table V-3 and V-4 contain enroliment: figures for 1989-1990 in the CCs.
Table V-3 contains enrollments by supervisory authority, totals,
percentages, and sex, for first-year and second-year students. Table V-4
contains enrollments by program, totals, percentages, and sex for first-year
and.second-year students. These data were aggregated from a much larger
number of tables received by the team.

Erom the data in Table V-3, it appears that private CCs are increasing
student enroliments more ‘rapidly than public CCs.~ We cannot compare first
year students (new entrants) with second year students in one academic
year. o '

Data in Table V-4 show a decrease in both male and female enroliments over
the three-year period. =~ Enroliment is affected by the distribution of
secondary examination scores, which determines the number of graduates
eligible to join universities and CCs, and also by the admission to private and
public universities. Male and female enroliments decreased by about half in
the academic administration & finance,” social work, and in the computer
program. The only program showing a slight increase in enroliment was
agriculture. Such radical fluctuations in enroliments may mean that student
recruitment efforts need ‘to undergo refinements if enroliments are to return
to normal. Likewise, information about program offering in the CCs may need
wider dissemination through television and other media.

Table V.3’
Community College Enroliments
by Supervising Authority: 1989-1990

Supr. - 1st—year % 2nd-year & Total %

‘Authority Students Students

- MOHE CCs 8,351 26.3 8,992 33.1 17,343 29.4

Other Gov. CCs 1,508 4.7 1.373 51 2.881 4.9

UNRWA CCs 626 1.9 564 20 1,90 2.0 ,

Private CCs 21.314 67.1 16,227 59.8 37,541 63.7

TOTAL 31,799 100.0 27.156 100.0 58,955 100.0
Females  11.118 35.0 10,204 37.6 21,322 36.2

Males 20,681 15.0 16,952 62.437.6633 63.8

" Source: Jordan Ministry of Higher Education. community College Directorate.
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Table V-4

Community College Enroliment by Gender
and Program 1989-1 992

1989-1990 1990-1991 1991-1992
CC Program Male Female. . Male Female Male* Female™
Academic 3697 12712 2285 7283 2120 6254
Admin./Finan. 4629 2957 2806 1727 2178 1525
Para-Medical 1478 1624 1201 880 1104 1028
Engineering 2734 228 1914 108 1772 88
Computers 1617 1107 1074 575 790 552
Apld Fine Arts 377 293 - 363 - 169 405 226
Educational 1038 2260 : 70 205 126 163
Agricultural 113 14 , 118 . -, 8 116 22
Social Work 194 112 - 51 - 59 122 45
Hotel mgt. 107 5 52 3 58 1
Aviation Serv 56 10 NA NA NA NA
Total 16,310 21,322: 9,934 11,017 8,791 9,904

* Unofficial figures from MOHE
Source : MOHE Annual Reports.

CC Enroliments apparently have decreased from 1989 to 1992 as outlined in the
previous page and due to the decline in the economy. The consensus .among persons
interviewed is that CC enroliment will gradually ‘begin 10 increase as the economic and
political picture stolilizes . :

One private CC dean indicated a large enroliment drop at his institution during and
after the Gulf Crisis. Enroliment before hovered around the 5,000 mark; now,
enroliment is about 2,000. The economic downturn apparently had an unprecedented
impact on enroliment at his institution. Some CCs reported they had some foreign
students enrolled at their institutions. No specific information was available except that
the numbers of foreign students were not large. :
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D. Curricutum

1. Current Programs

Most CCs still offer teacher training along with the new specializations of aviation,
cartography, sciences, finance, heaith religions guidance, social work, statistics,
telecommunications, nursing, mid-wifery, and computer applications. The CCs, as a
system, offer nearly 100 different specializations in the nine major categories of:
agriculture, commerce, communication and transport, education, engineering, hotel
management, paramedical technologies, and social professions such as law, flibrary
science, and social work. Although the CCs offer a wide variety of programs, including
26 specialized programs in industrial education alone, persons interviewed expressed
a need for new programs in areas such as graphic arts, including printing, offset, and

duplication processes.

Officials interviewed cited the need for Jordan to become more globally competitive in
"high-tech" areas, not necessarily as "discoverers and developers" of the latest -
innovations, but as a country whose businesses and industries might be able to swiftly
bring asscciated products to market. Although these discussions demonstrated a
strong desire to improve the economy, no definitive ideas were expressed as to what
it would take in the way of technical training to place Jordan in .a more competitive
stance. Curriculum development, preparation of instructional materials, outfitting
facilities with appropriate equipment, and preparing staff to teach in such technical
programs are all parts of the same complex problem, a problem that requires detailed
planning to find solutions. ‘ :

>

- 2. Curriculum Development

During interviews with MOHE and CC Directorate officials, an established system for
curriculum development was described, but no documentation was given with details
of the process and procedures. The verbal description indicated that curriculum
committees were approved by officials in the MOHE. Once a decision has been made
to initiate a new technical program, an approved committee outlines the curriculum
content and writers are designated if new materials are to be developed. Generally,
however, instructional materials are obtained from sources outside ministerial
curriculum sections, such as the one in the Ministry of Education. This procedure is

carried out with qreat,c,ommitmen,t,;fbutfemitsfthe—singIefmost*important*re*quirement of
competency-based curriculum development; that of tasks and competencies required
in the jobs for which the training program is being designed. .

/

Instructional supplies are provided by the CC itsek, Sometimes the CC asks the
Ministry to provide some raw materials (supplies) or other instructional needs, and the
Ministry procures such from the local market. instructors always indicated a need for
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more and better instructional materials and eguipmant, especially computer soﬁwa}e.
1

3. instructional Materials

Although the USAID/AED Team sought information in depth about whether CCs were
using competency-based or performance-based materials and instruction, little
evidence was provided to corroborate the statement that, indeed, the CC programs
did tend to be using the competency-based education and training model.

The CT programs stressed their use of practica, but practica stations for certain
orograms were difficult to find. Employers can receive a tax rebate if they provide
students with field training or practicums. The employer certifies student achievement
and performance in each module, which implies the use of competency-based
materials.

E. Linkage with Business and Industry ;s

MOHE official expressed an urgent need for the entire CC system to become more

responsive to population, employment, and industrialization trends. To be responsive,

needs assessments should be conducted, field training should be expanded, a
system-wide data-base or MIS should be established, and training programs for staft
should be provided. '

During interviews with CCs, no instances were related to the team where CC
administrators or teachers had .direct contact with business and industries or a used
advisory councils on a sustained basis, not even in the immediate area served by the
CC.. Some CC administrators mentioned contacts with colleagues who were
businessmen and who accepted CC students on a cooperative education basis, and
even employed a few students upon their graduation. However, this does not
constitute intensive discussions with the incumbent skilled workers to determine
exactly what technical level competencies are required. That can only occur ina
regularly scheduled series of interactional meetings where mutual respect and
confidence permeate the interchange between CC staff and business and industry
representatives from management and labor levels.

F. Teacher Training and Staff Development

1. Preparation

Community College faculty members are now required to have a baccalaureate -
degreee to meet certification and accreditation standards. Presently, there are
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provisions for using persons without degrees as instructors in some of the technical,
programs, and there are many such persons in the country who possess high levels
of technical skills that have been acquired through business, industrial, military, and
other forms of work experience. Most non-degree instructors for MOE vocational
programs. This implies that CCs have some degree of expertise in teacher education
and training, some aspects of which might be tapped for internal staff development
activities. Skills in basic methods of instruction, instructional management, and other
pedagogical skills might be available in present CC staffs. An assessment of staff
experiise might reveal a wealth of such skills that could be used in staff development

i e~
acliviucs.

Table V-5 contains figures on the numbers of teachers and their degrees/credentials
by sex anc supervisory authority. The figures in Table V-5 show that some 257
teachers hold the intermediate diploma. ‘It is surmised that most of these teach in the
various technical education areas of the CCs and would benefit from well-planned staff
development programs. Other degree and diploma holders need upgrading and
updating as well as including those holding the doctorate.

Table V-5

Community College Teachers and Degrees held :1989-1990

= )

Degrees MOHE Other Gov't UNRWA Private Total
Held CC's CC's CC's CC's

FiooM| F| M| | M| F| M| F| M
PH.D. 1 41 3| 67| . 21 2| 30 6| 140
MA/MS 8 103 6 85 I 6 33| 206 48 | 400
Higher 11 39 36| 60 3 16 50 115
Diplema
BA/BS 107 280 28 | 134 7 27 117 400 | 259 | 841
intermediate 7 73 34 a5 , 15 33 56 | 201
Dipioma i
TOTAL 134 | 536 107 | 441 8 35 170 | 6857 419 | 1697

]

The team attempted to obtain information about personnel evaluations and annual
reviews. Because CC personnel are governmental employees, they are evaluated
according to the Civil Service promotion standards using a special form as an
instrument of evaluation. There were na examinations in use for licensing CcC
personnel. Private CCs employ an annual review process.
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2. In-Service Training,

Although no definite staff development plan exists, the CCs are expected to upgrade
_their teaching staffs in technical programs through training sessions and mestings on
an in-service basis. Measuring the effectiveness of such training. activities would be -
difficult since no plan, as such, exists. To date, no systematic efforts are being made
to provide CC personnel with protessional improvernent. A great need exists for a
comprehensive personnel assessment and davelopment system to be installed.

Likewise, no explicit plans exist, nor is one being developed, for in-country teacher
training scholarships or for external scholarships. According to information received,
whenever the need arises, the Ministry sends pecple on scholarships both in-country
and outside the country to receive training in teaching and administration. Data were
not available about the numbers of teachers by program, by college, or by country
totals. As a‘result, no estimates were forthcoming concerning the demand for CC

teachers in the near and long terms. P

3. Retention

Private CC administrators indicated they. had no great difficulty recruiting and retaining
teachers. For each vacancy there are literally dozens of applicants, all of whom are
carefully reviewed prior to an appointment being made. Technical skills are not the
only things considered. Interpersonal skills, manner, decorum, and morality also were
cited as characteristics desired in new staft members.

- @.  Facilities and Equipment

1. Status of Facilities

Visits to a number of classrooms and laboratories indicate a need to upgrade
maintenance procedures, especially in the organization and management of the
laboratories. Lighting was often inadequate and there was little evidence of an
emphasis on safety. Buildings without exception lacked adequate heating plants and
staff and students were suffering from the cold. It should be noted that this was an
unusually cold winter, but that does not excuse the lack of adequate heat. In the
main, space seemed adequate for the typs of laboratory, atthough there were
exceptions.




2. Status of Equipment

Maintenance of equipment, much like the purchase of equipment is done on an "as
needed basis". When equipment needs repairs, the central authority is requested to
provide the funds or the service, and many times the need is not met. None of the
CCs visited had maintenance contracts for.their instructional equipment, although one
did have a contract for electrical and plumbing maintenance.

H.  Employment of Graduates
1. Placement
None of the MOHE CCs visited had a placement office. Help in seeki‘ng and obtaining
employment by graduates and program completers is given on an informal basis by

CC faculty and staft.

2. Data Coilection

There was no evidence of the CCs conducting follow-up studies of graduates. Data
collection on students was minimal. -

.  Recommendations

1. Management

Management Information System

The major shortcoming in managing the Jordan education enterprise is the lack of a
system-wide Management Information System (MIS). Such a MIS must include all
segments of education, including vocational education at the secondary level in MOE,
industrial training in VTC, and technical education and training in the community
colleges, the three areas addressed in this report. Indeed, this report contains
frequent references to the need for a well-designed, viable, functional, comprehensive
MIS. Such a MIS represents a rational attempt to illuminate the educational issues
about which decisions must be made. Vestiges of a MIS already exist in Jordan.
The National Center for Educational Research and Development has made an
excellent beginning in establishing an MIS; however, it has much more to do than it's

limited staff and current funding levels can accomplish.



An effective management information system for a vocational technical system.
requires the following five components as a minimum:

_«  student enroliment, by gender, by region, and by specialty;
. teachers, by gender, by specialty, by experience; '
. curriculum, including textbooks and special requirements;
e sites and facilities, including available square feet, specialty areas and
conditions; 4 ,
. budgetary support; including allocations to salaries and direct expenses and
unit cost ~ ' ‘
. such as cost per student, cost per specialty, and cost-per school.

The need is -apparent for long-term technical assistance to accomplish at least the
following:

. Secure agreement among all education and training decision-makers as to the
mission, goals, and objectives of various programs;

. identify computer hardware, software, and peripherals needed to implement the
MIS;

. identify, recruit, and train personnel to operate the system;

. “since much of the MIS raw data will come from the field, identify and train local
agency staff in the operations of the MIS, to build ownership and system
advocacy; - ; ' ‘ ' ,_

. begin plans for establishing at the governate level satellite centers for in-putting
and accessing data via modem and land-fine, thereby creating an MIS network.,
and; - ‘ .

. determine the reports and report preparation procedures needed to get

“appropriate information on to decision-makers.

Cost Estimates for MIS: | .
It is not possible to estimate cost at this point since the extent of the system would
first need to be determined. See Section IV-1 for the VTC system as an example.

System Integration

Community colleges currently are scattered in several ministries, which makes
coordination and management burdensome. At present there are two separate
ministries concerned with education at two different levels, which also contributes to
coordination/management problems. Recommended here is that all '
vocational/technical education and training affairs for the entire country be studied with
the possibility in mind that there should be only one responsible agency. Such a
feasible study should be undertaken with technical assistance being provided in the
area of system integration.
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Cost Estimates for System Integration

Technical Assistance: 6mos. @ $150,000/yr. $ 75,000
Total $ 75,000

Pianning

Skills in planning need improvement. Training is needed in data acquisition, analysis,
and use for accountability. Training also is needed in evaluation, identification of
indicators of excellence in programs, and how they might be reached. CC level

personnel need training in locus of control, participatory management, and site-based
management.

Cost Estimates for Planning:

a, Technical Assistance: 3mos. @ 15,000/mo. $ 45,000

b. Participant Training: 3mos. @ 3500/mo. $ 10,500
Total $ 55,000
Evaluation

Evaluation as a comprhensive system focused on the CCs does not exist. To be }
worthwile, evaluation must be viewed as an integral aspect of organizational design,
development, and management. - Evaluation is primarily a process within ongoing
organizational management, decision making, and planning and is only secondarily a
research enterprise. The accountability role of evaluation should emphasize 6 areas:

* . Program outcomes;

. the causal relation between program activities and program outcomes;
. attainment of program goals;

. comparisons with similar programs;

. cost-effectiveness or cost benefits; and,

. the consequences of policies and legislative actions.

The advocacy role of evaluation assumes that institutions and programs within the CC
system are.competing for resources and that information is useful to each, and the
integrity of the evaluation system will bolster the justification or elimination of a -
__program. The program improvement role of evaluation assumes.that administrators
and professionals want to improve programs by making better decisions about
organizational and program options and about the use of scarce resources.
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2. Curriculum

a. Programs

There are a number of»techhicaliareas that CCs should consider in planning for the
future as industry and hitech applications-expand and these are:

. Production machinery installation and maintenance

. Instrumentation and measurement applications
Instrument repair and maintenance

Bulk materials handling

Statistical process control in production

Total quality management for mid-management personnel
Entrepreneurship and small business management
CAD/CAM applications ..~ ~. . o
Communications skills for use with industry and business
CNC machine applications -

Robotics .

3 . . . - . » .

b. Competency-Based Curriculum Development

If graduates of technical programs -are to have the skills required by business and
industry it is imperative that the -curriculum be based on a careful task analysis of the
required competencies. The curriculum in the CCs appears to be time based rather
than competency based so there is a.-need to establish a Curriculum Development
Center for the CC technical programs.within MOHE. In addition to developing
curriculum, the Center could-also develop instructional materials. There would be an
opportunity for some cost recovery:through export of the competency based
curriculum and instructional materials in Arabic to the Arab countries.

Cost Estimates for Curriculum Center:

Technical Assistance: 1yr. long term $150,000/yr © $150,000
Participant Training: 6mos. short term-$3500/mo $ 21,000
Equipment: Computers,word processing, -copying, printing $100,000

Total US - $271,000

c. Incubator Program -
As a means of enhancing small business development a model incubator program

should be developed aimed at providing opportunities for entrepreneurs to set up
experimental small business in space made available on the college campuses.

V-18




Technical and business management assistance would be provided by college staff.
Careful screening of candidates would be critical and time limits on space use would
need to be established. In order ta initiate and implement such a program, technical
assistance would be needed and some participant training.

Cost Estimates for incubator Program Developement

Technical Assistance 1yr. long term 150,000/yr $150,000 -

Participant Training 6mo. short term 3500/mo 21,000
Equipment materials 100,000
Total US $181,000

3. Linkages

Interactions between community college personnel and representatives from business
and industry are almost nonexistent. What few interactions and discussions that do
occur are random and not conducted on a sustained basis. Business/industry

. representatives are not involved in the decisions concerning the instructional program

except superficially.

The need exists to train CC personnel to work with advisory committees composed of
representatives from local business and industries. These committees should be
charged with the oversight of CC programs, providing expert advice and be deeply
involved in the quality control of the programs they are charged with advising. Briefly,
an advisory committee should perform program reviews, perform an annual evaluation
of the end-of-process results, i.e., the graduates from each program, and help analyze
data accumulated each year so informed decisions can be made. Finally, advisory
committees can help answer a multitude .of questions, some are: ‘ ‘

. How are needed employment experiences?

. How are work skills to be taught decided upon?

. Who finalizes agreements as to which skills should be provided in the various
programs? :

. What is the detailed basis for ranking the identified skills in priority according to
which ones should receive scarce resources? :

. What is the proper ratio between skill acquisition by practice and skill
acquisition by training?

**Setectedfpersenﬂel—frem—threeéMOHEfCCsfwith,technical,pr,ag,r,ams should be sent to

U.S. institutions to study the system. On return they would develop a policy manual
on development and operation of advisory committees. Additionally, they should
establish an in-service training program for CC administrator and staff. S
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Cost Estimates for Advisory Committee Development

Technical Assistance: 3mo, short term @ $15,000/mo. = US$ 45.000

" Participant Training: 9mos;short-term-@ - 3,5500/mo. = 10,500
Equipment, materials = 15,000
Total = US$ 70,500

4. Staff Development

There is an evident need for in-service training opportunities for both administrators
and staff. Staff need training in areas such as curriculum development, instructional
materials, pedagogy, laboratory organization and management and opportunities, tor
on-the-job expetience. Administrators need training for example, in management,
leadership, evaluation and research. Consideration-should be given to establishing a
leadership training institute, but there is existance an organization which could be
expanded to provide additional services and that is the Instructor and Supervisory
Training Institute. This organization aiready has solid contacts with business and
industry through its supervisory-training program and extensive experience in
vocational teacher training. It is recommended that- MOHE establish a budget line
item for inservice training. Under this approach, MOHE would pay a course fee for
each person to cover the cost of instruction and materials.

5. Facilities and Equipment _

Equipment Management System

The establishment of an exemplary technical college with state of the art facilities and
equipment would significantly strengthen the technical CC programs. The college
could be the focus for applied research in all aspects of technical training. It is
recommended that one of the polytechs be selected as the exemplary institution and
that a survey of its facilities and equipment needs be conducted by a consultant who
would also prepare specifications for upgrading facilities and equipment. Additionally,
the consultant should prepare a five year development plan describing the role and
development of an exemplary technical college-and its potential impact on technician
training not only Jordan, but the Guif region.

Cost estimates for Exemplary Technical College Plan
i .
Technical Assistance 6 mo @ $15,000/mo & 80,000
Equipment- to be determined 400,000
Total 3 490,000
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6. Guidance and Placement : . .

Since the CCs have little or no guidance and placement services and this is normally
considered a part of the responsibility of all colleges, the team recommends the
development of a model program in the exemplary coliege above the ultimately be
replicated in all the MOHE community colleges and others. Technical assistance is
required to carry out this activity. The consultant would be responsible for assessing
needs, designing program, training counterparts and implementing the program.

l‘h

Cost Estimate of Guidance and Placement Program Development

Technical Assistance: 1 yr. long term @ $ 150,000 $ 150,000

Equipment: Computers, software 50,000
: Total $ 200,000

L Demand Driven Development

1. Market Projections

‘The occupational titles and projections of needs for 5 years (1995) appearing in Table
V-6 have been identified as those requiring technical level competencies. The
projections of need are based on the 1989 number of employees in each occupation.
As shown in the table, there were approximately 08,482 employees in 1989, and there
will be an additional number of 5697 needsd by 1885.

2 . Projected Enroliments

-

Enroliments are expected to increase in the community colleges to more than meet
the projected needs for technically trained employees. The database for the
projections in Table V-6 is the distribution of occupations in establishments with 5 or
more employees as surveyed in 1989. The proportions of the selected occupations
were applied to the demand projections for the economic sectors developed by the
team.. :
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Five-year Projection of inc

Managers
Technicians (NEC)
Engr.Tech./Surveyors
[Draftsmen
Life Sci. Technician
Nurses (Non-RN)
Social Workers
Clerical Supervisor
Hotel/Restaurant/Mgr.
ProductionSupervisor
[Foreman
Aircraft Engine
’ Mechanic v
Para Medical Technician
Para Dental Technician
Veterinary Assistant
Physio-Therapist
X-Ray Technicain
Statistics/Math
Technician
Writers

Total

‘Source:

* 1989

5232
0544
6367

2309
4098
557
395
546

3598

421
65
78
85
94

501 .

359

683

28,482

Jordan'Ministry of Planning, Manp
in occupation in establishments wi

-

Table V-6

V22

reased Number of Employees Needed in Occupations
Requiring Technical Training

NEED by
1995

1096
508
1273

462

820
111

79
109

720

84
13
16
17
110
19
100
72
137

5,697

ower Division. Number of employees
th 5 or more employees in 1988.
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VIi. FINANCING VOCATIONAL'TECHNICAL EDUCATION
A. Economic Status.

Financing vocational and technical education in the tuture can best be
considered in relationship to overall financial and economic conditions which
have been obtained in the immediate past several years. During the mid-
1980's a fall in the inflow of financial recourses developed due to the
decline in world oil prices in the Arab countries. The resulting deficits were
financed by domestic ‘and foreign borrowing ‘which led to high levels of
external debt with repayments due sharply rising in 1988. "

An adjustment program-ado:pted ‘with World Bank -and International Monetary
Fund collaboration in early 1989 resulted 1n congiderable “stability.  For

example, 1990 saw a 1.5% increase in GDP, compared to ‘negative growth

during the previous two years; a fall in the “trade and budget deficits;
stability of the dinar; and a curbing of inflation which was only 3.7% at the
end of the first half of 1990, as:compared to 25.7% in 1989. In 1989 the GDP

stood at JD 2,393 .million.. * .7 -

The Gulf crisis affected-.'r'aIJ.,'.;as,pJects ‘of life in the -country. “Financial and
economic constraints ‘were imposed ‘on the_kingdom due to the return of over
300,000 Jordanians .workirg -abroad which caused -an increase of 10% in the
population. In addition, unemployment reached 17% which factors combined
to generate problems of enormous magnitude.

In spite of these circumstances, indicators show a ‘GDP stabilization in 1991
and other indicators showed .positive gains.” There is now in place a target of
real GDP growth to reach 4% by 1997. In addition, plans are to reduce the
budget deficit from about 18% of GDP in 1991 to 5% in 1997.

It is estimated that Jordan will require at feast 3.2 billion of external aid
during 1991-1993 to cover its basic needs of imported food, oil, and spare
parts in addition to the repayment of part of its interest debt payment.
Further, the country received $400 million in the form of grants in 1991 as
compared to approximately $150 million -in 1990. The top bilateral donors
during 1989-1991 were USAID, .Japan, Germany, and Canada .in addition to the
EEC. ) :

It is obvious that the development of the human resource factor is critical te
the future of Jordan. Vocational and technical training and development
must be given increased attention and priority as a consequence and in
relationship to overall growth and vitality of the country.

Note: All budget data is reporied in JDs (Jordanian Dinars) throughout this
section VI.




B. Financing the Vogational Training Corporation

1. Financing Profile

Financially and administratively, the Vocational Training Corporation is an autonomouw.c
public organization, established in 1876 by a provisional law-and substituted by law Nc.
11, the "Vocational Training Corporation. Law" of 1985. It is governed by an eleven
member board of directors representing public and private entities form the full range of
for-profit and non-profit corporations and organizations. - . .

According to Article 12 of Law 11, the sources of revenue for the VTC are:(1) self
generated revenue, e.g. tuition fees, testing ‘and certification fees, and sale of goods
produced;(2) Governmental support, and(3) loans, grants and assistance rendered by
local and forelgn entities. The VTC is seeking to improve its self-generated revenue in
order to become more self sufficient and is hopeful thatlegisiation recently introduced will
be enacted into law,.i.e., the “Vocational Works Organizing Law* and the "Labor Law".
The first will generate revenue via fees imposed for certificates issued to -workers who
pass a licensure test and a parallel ficensure fee for any workplace which will be classified
according to purpose. The second proposes to-levy a 1% tax on the annua!l payroll of
the labor force of any workplace governed by-the rulescand regulations of the “social
security law". The passage of such legislation will substantially .enhance the VTC's
revenue base, but there is no assurance that the proposed tax witt become:law.

Presently the current budget needs are-met by self generated reveriue and governmental

support and the capital budget is met. by.IOCal and foreign:loans and grants assistance.
Governmental support covers any negat_ive,balancfe which may exist in the capital budget.
Table VI-1 provides the VTC budgets for-1887:01. - '
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Table Vi-1

VTC Budgets - JD

1987-1991
Category 1987 1988 1989 1990 1991
Revenue 2,763,647 3,000,881 3,170,000 2,511,308 - 2,787,700
Expenditures _
Current 1,906,713 2,007,127 1,639,000 1,812,000 2,462,044
Capital 899,142 839,325 1,617,000 620,888 620,609
Total 2795855 2,936,452 3,256,000 2,432,888 3,082,656
Balance (32,208) 64,439 (86,000) 78,415 (294,956)
Cumulative ' .
Balance - (364,524) (396,732) (332,293  (418,293) (339,878)
Total -~ (396,732) (332,293) (418,293) (339,878) ~ (634,834)

Note: See Appendix VI-A for Budget Detail 1987-1991

2. Comparative Analysis

-

Theﬂ following Table VI-2 shows anticipated budgets for the VTC with annualized and
cumulative shortfalls expected.
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Table Vi-2

~ Anticipated Budgets - JD

- .1992-1996 .

Category 1992 19983 1994 1995 1996
Revenue 6,194,000 6,311,000 5,366,000 4,950,000 4,893,000
Expenditures

Current 2946000 3,294,000 3,492,000 3,976,000 4,388,000

Capital 3,354,000 4,107,000 3,978,000 2,543,000 1,021,000

Total 6,300,000 7,401 000 7,470,000 6,519,000 5,409,000
Balance (116,000)  (1,080,000) (2,104,000) (1,569,000) ( 516,000)
Cumulative e ' .
balance (634,834) ( 750,834) (1,840,834) (3,944,834)  (5,513,834)
TOTAL (750,834)  (1,840,834) (3,944,834) (5,513,834)  (6,029,834)

Note: See Appendix VI-B for Budget Detail 1992-1996 Projections

3. Projections for Future S’Dendinq

There are certain principles and procedures which drive the projections displayed in
Table VI-2. Namely that the board of Directors of the VTC adopted the MOE policy of
raising the percentage of students who enter the vocational stream after basic
education to an expected 50% for males and 30% for females by the year 2000.
Further, the high unemployment rate and accommodation of in-migration of
Jordanians returning from the Guif following the crisis will continue to impact the
enroliment situation and place and enormous burden on the vocational programs
offered by VTC. Also; in addition to expanding its existing facilities and the creation cf
the Amman Testing and Training Center, the VTC has plans to establish 12 new
training centers, 5 for males and 7 for females. :

The overall plan intends to provide training facilities in all major cities in the Kingdom,

give more attention to female training; achieve an annual growth of 10% in total
vocational training opportunities; and improve its staff quantitatively and qualitatively
through programs of fellowships and consultancies. More specifically, VTC hopes to
reach by 1896, 23,730 trainees with a accumulated total during the five year period
(1992-1996) of an estimated 100,000 persons in various programs and courses.
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Given these developments, it seems obvious that the remarkable growth in the
requirements and allocations necessary in every aspect of the VTC budget, both
capital and current places heavy demands for improvements in salaries, training
materials, supply of equipment and facility construction. S

Projections for future spending based on improving the network of training centers to
meet growth rates in enroliment are predicated upon the following planning schedule:

1992 Determine center locations/specializations
1983 Acquire land sites

1983 Develop architectural designs

1983-4 Prepare equipment lists

1992-4 Invite tenders for construction/place orders
1894-6 Phase-in operation of new training centers

4. Projected Support Given Current Sources of Funding

The establishment of the Amman Testing and Training Center; Tafilah Training Center;
and Irbid Girls Training Center will be financed according to the terms of the "Sector
Loan Agresment." '

The VTC has not organized other unidentified sources of support to meet the
requirements and need of the other vocational training center projects outlined in
. Appendix V-B. .

The budgst detail and indication of current and projected sources of revenue clearly
express the need for a continuation of financial support from all possible internal and
external entities. More specifically, the total financial support necessary to offset
revenue shortfall through 1996 is JD 6,029,834. :
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C.

FinarLcing Ministry of Education Vocational Training

1. Financing Profile

It is instructive to see a general overview of the Ministry of Education budget vis a vis
its general funding and the percentage of the total allocated to vocational education
programs. Table VI-3 shown below provides that perspective.

Table VI-3

Ministry of Education General Budget - JD

and ~
Allocation for Vocatlonal Education Programs
1987-91
4
MOE Vocational Vocational
Year General Budget Education Budget Education
' Budget (%)
1987 72,864,472 2,098,214 2.88%
1988 80,936,650 2,121,339 2.62%
1988 89,778,850 2,858,505 3.29%
1990 87,097,880 2,766,364 2.85%
98,937,001 - 2,513,810 2.54%

1991

According to MOE data there were 856,870 students enrolied in prevocational and"
vocational programs during the 1991-82. Of that number, 21,409 were enrolled in
vocational education programs in grades 11-12. The latter figure represents 2.45% of
the total enroliment as compared to the 2.54 budget allocation for those programs as
shown in Table Vi-3.

As further elaboration, Table V-4 indicates the source of revenue and allocations for
the past five years.
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Table Vi-4

Source and Allocation

Vocational Education Budget ~JD

1987-91

Category 1987 1988 1989 1990 1991
Revenue
Ministry Budget 2,098,214 2,126,339 2,958,505 2,766,364 2,513,810
Ministry Plan. 867,990 - 170,343 27,850 ,
Saudian Loan 609,947 175,691 24,389
World Bank 2,308,133 3,622 888
UNDP 68,520 68,520 68,520
USAID 57,360 » 57,360 57,360

Total 5,953,804 2,545,515 3,137,612 2,823,724 2,571,170
Allocation
Salaries 803,744 864,092 1,553,555 1,469,851 1,464,218
Supplies 727,864 717,030 660,646 665,822 585,037
Supervision 126,418 36,217 8,883
Bldgs,Furniture ,
Equipment 4,227,258 . 859,656 788,648 603,691 464,555
Training/Expertise : . -
(UNDP/USAID)

Total 5,953,804 2545515 3,137,612 2,823,724 2,571,170

" Note: USAID support continues through 1983. Pre-vocational education is not
included in the above amounts.
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2. Comparative Analysis

Although the Ministry of Education indicates balanced budgets during the previcus

five year period it has estimated that only 80% of vocational_education requirements
have been accommodated. This across-the-board shortfall situation is based upon
the following conditions:

a. The MOE budget is part of the government’s budget and therefore is set according
to standard criteria which allows for a maximum 5-10% increment annually. However,
vocational education approximates a 20% annual growth.

b. Recent inflationary rates and the sharp swings in the exchange rate of the dinar
combine to influsnce government budgets in all ministries and has indeed negatively
impacted the resources for vocational-education.

c. The Gulf crisis has gontributed significantly to an already severe situation relative to

the state of the economy. P

3. Projections for Future Spending

Accepting the estimation of budgets for vocational education standing at 20% below
what is reasonably needed to meet student and programmatic demands, and given
the difference between enrollment growth and annual increments as cited above, the
actual budget demands (in JD) can be identified as follows:

-

-

1992 1993 1994 1985 1996 Syr Total
2,571,170 (1991 budget)

+ 514,340 (20% catch-up) (20% keep-up factor)

3,085,404

+ 617.080 (20% keep-up)

3,702,484 4,442,980 5,331,576 6,399,491 7,779,389 27,655,920

The scenario cited above takes into consideration the need for improvements to the

A~

system of vocational education include staffing, equipment, supplies, and overall up-
grading of curricular materials.

4, Projected Support

The projection of support resides mainly within the government itself. USAID has a
commitment of JD 57,370 each year through 1933, however, the overall support
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remains inadequate to the demands as has been previously described. Beyond thaz}_
the estimated funding necessary for the Ministry of Education’s vocational education
programs over the next five years, given a 5% annual governmental budget increase.
is JD 413,225 from sources other than those of the Jordanian government.

D. Financing Technical Education

1. Financing Profile

The Ministry of Higher Education’s vocational and technical education thrust is
focused within the three polytechnical institutes for which it has administrative
responsibility. In addition, The MOHE also encompasses nine other community
colleges which according to the Ministry have little vocational education activity and
consequently have not been considered by the Ministry in the context of this
assessment.

P
The MOHE general budget for the polytechnical institutions is shown below in Table

VI-5. The specific titles for the three are: Hussun Polytechnic for Applied Engineering:

Amman University College for Applied Engineering (expanded in 1990-91 to a 4 year
program), and Tafilah College for Engineering Professions.

Table VI-5

Ministry of Higher Education
Five Year Budget Profile - JD
1987-91 for Polytechnic Institutions

Year Budget Request Budget Allocated Shortfall
1987 364,000 140,000 (224,000)
1988 494,000 156,000 (338,000)
1989 787,000 ' 90,000 (697,000)
1990 853,000 55,800 (797,200)
1991 901,000 221,000 (680,000)
Total 3,399,000 662,800 (2,736,200)

The Ministry advises that although allocations were made during the years shown
above it is not uncommon that because of lack of funds generally, the Ministry of
Finance directs the Budget Department not to authorize spending. It also is reported
~ that the only outside financial assistance received during the five year period was JD
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44000 in 1987 for start-up costs related to the Amman Institute, now called the
Amman University College for Applied Engineering.

2 Comparative Analysis

Based on.these grossly inadequate levels of funding, the polytechnics are left to rety
heavily on tuition which is generated at the rate of JD 5 per credit hour of instructior:.
Students enroll in about 18 credits each semester. Of the tuition money 35% goes
directly to the Ministry’s general fund, and 65% is retained by the campus at which the
student is enrolled. The total amount of revenue for operational purposes therefore is
significant when compared to budget demand.

As data above indicates, budgets for up-dating and modernizing equipment,
laboratory facilities, staff development, hiring, and replacement have tallen far short of |
the need in this sector of technical training vitally important to the welfare of the

country. p

3. Proisction for Future Spending

Because of the gross irregularities in the allocation of funds for the polytechnics, Tabie
Vvi-6 displays a five year future profite of spending needs based on an average of
allocations made during the past five years. It should be noted that these projectiors
must be considered minimum; are based on an anticipated enroliment increase of 47:
in each of the five years and a 10% factor for system improvements overall, and .ar.
initial 19.5% "catch-up" factor during the first year of the profile.

-

Table Vi-6
Projected Speriding Needs -JD
1992-56
1992 1993 1994 1995 1996  Syr Total
132,560 (5 yr. ave)
-+ 25849, (19.5% catch-up)
158,409 (14% keep-up factor) )
+ 22477 (14% keep-up factor)
180,586 205,868 234,690 267,548 305,003 1,193,6931
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4. Projebted Suggoﬁ |

As further evidence of the swings in funding levels for the polytechnics, Appendix - .
MOHE Five Year Funding Display provides additional detail. Beyond that s clear
“thatif the polytechnics are to become a viable element in the overall scheme ¢!
vocational education in Jordan, funds must be forthcoming to augment the altoge:ne’
meager allocations provided by the government with no other significant scurces
identified by the Ministry of Higher Education at this time.

As has been pointed out, the unevenness in funding for the polytechnical institutic: -
makes projections difficult at best, For example, if a need-base is established using
the ditference between annual budget requests over the past five years compared tc
actual allocations, the disparity is so enormous as to be unrealistic. This analysis
assumes a rule-of-reason approach and on that basis determines that with the
government providing an annual increase in appropriation of 5% over each of the nex:
five years, an additional JD 131,980 must be generated from other sources, principally

foreign entities. P

E. Other Sources of Finance

The overall goal of financing training and vocational education programs is to provioe
a stable Iearning’ situation while employing all reasonable and available sources ¢’
revenus to accomplish desired outcomes. Obviously dependence on government
funds alone will not adequately meet targeted goals. At the same time, heavy reliance
on external funding will erode a sense of internal control of the overall situation.
Therefore, alternative methods of funding shouid be thoroughly explored.

At a point when a reasonable level of stability is reached, a payroll levy can generate
substantial amounts of revenue which can be earmarked tor training programs
designed to specifically benefit those who produce the revenue. This approach has
obvious shortcomings but if carefully designed and implemented can procduce positive
results in the long term. In addition, a more broadly based tax may be installed to
support training programs and vocational technical education generally. An employer
tax is yet another option used with success in many countries and can produce
income for investment in the system. The sale of goods or services to the public dy
the training centers can also be implemented and expanded a'*cordsng to government
policy.

As mentioned in the VTC Financing Profile section of this report, some of the above
possibilities are under consideration in Jordan and indeed VIC currently produces
upwards of a third of a million JD annually in self-generated money. The most critical
development regarding other sources of finance not presently in place is of course
government action on two important pieces of legislation, i.e., the "Vocational Works

Vi-11

L




Organizing Law* which Proposes a levy of 1% on the .annuz payroll of the labor force
of any workplac governed by the rules and regulations of the “social security law."

F. Improvement to Financial Efficiencies

The operation of the Vocational Training Corporation should be combined with that of
the Ministry of Education under a single administration. (n coing so an administrative
officer appointed with responsibility for all vocational and technical educational - - -

decision-making. Left to continue .in their present mode of administrative oversight (or
lack thereof) flies in the face .of financial efficiency and operational sensibility. The
country should waste no time in effecting this change.

Long-term financial improvements will be seen in vocational technical education if
heightened attention reflected in increased budgetary allocation s given to the

Fiaa”yfit,cannotfbé—ever'ly*stress*e*d’tfﬁt vocational and technical education in Jordan is

Such a system does not now exist and attention must be given to filling this obvicus
void. Combined with establishing an efiicient and cost effective MIS, the creation of a
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Total Quality Management (TQM) program shoulL be designed to begin as soon as
possible with a five year plan incorporating all asbects of the country’s vocational anc
technical educational offerings. Recognized as a jeading factor in generating
qualitativeness within organizations in their entirety, it would be opportune to install a

TQM effort-now and could result in significant financial long-term efficiencies.
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VI. COORDINATION FOR QUALITY IMPROVEMENT
A Orga.nizationa( Structure

The team felt that a number of significant changes could be made that would impact
the vocational and technical training systems in Jordan. Most of these presented in
this section cut across at least two of the three systems. All will require a major effort
on the part system administration and staff and should result in a significant
improvement in quality, cost and service to students, business and industry.

1. Strengthening the Structure of Vocational Education

Given the overlap of vocational training programs between VTC and MOE, it would be
to the advantage of both if they were more closely coordinated. From the standpoint
of efficiency, it would make sense to combine the MOE program with VTC since the
latter has a stronger organization and program. There would, however, be structural

“and philosophical problems with putting part of public secondary programs under a
semi-autonomous organization such as VIC. MOE's vocational program goal is to
provide both work skills in business and industry and an opportunity to continue
education at the intermediate level while VTC's secondary level program goal is the
training of apprentices, primarily in the industrial areas.

A second alternative would be to transfer VTC to MOE, but that would defeat one of
the basic reasons that VTC was made semi-autonomous, i.e., to be able to respond
promptly to the needs of industry. The team discussed this dilemma at length and
was hesitant to recommend either of the above alternatives for the obvious reasons.
The team felt strongly that the evidence of the need for combining both main streams
of vocational training were clearly evident, but only Jordan's leadership group could
determine if joining the two programs would be feasible. As a first step at better
coordination the team recommends the establishment of a Nationa! Policy Council.

o Establishing a National Policy Council

The present system for providing vocational and technical education in Jordan has
three main components that urgently need articulation and coordination, i.e. VTC,
MOE and CCs. While VTC and MOE programs share much of the same curriculum,
they each have specific roles, but there are significant areas of overlap. Since all three
agencies are in related fields of human resource development, active coordination is
‘needed to : (1) provide the optimum learning environment for students; (2) provide

close collaboration with business and industry to ensure relsvance of all programs;
and (3), ensure that all funds provided for these expensive programs are disbursed in
the mast cost effective manner.

In order to facilitate close collaboration of the three agencies there needs to be




established a special policy-making body to provide leadership in all of the affairs of
vocational/technical education and training, irrespective of where, or through which
ministry each segment is administered or supervised. This special policy-making body
~ could be called the National Policy Council for Vocational and Technical Education
and Training (NPCVT). The Council should have at least one representative from each

of the following:

Directorate of Community Colleges- MOHE

Vocational Training Corporation

Vocational Education and Training Department - MOE
Department of Vocational Educational Research and Development.
National' Center for Educational Research and Development.
Ministry of Planning.

Ministry of Labor.

Amman University College for Applied Engineering.
Chamber of Industries.

Chamber of Commerce. B

Jordan Association of Community Colleges (if gstablished).
Jordan Labor Syndicates.

The purposes of the Council would be to:

.

Coordinate and provide direction and guidance for all vocational/technical
education and training in Jordan;

interpret annual manpower needs as projected by the Ministry of Labor,
determine which institutions ‘would provide the required training and the
numbers of persons to be trained;

coordinate curriculum-development and evaluation to ensure that the
competency-based system is used to prepare curriculum and instructional
materials; ,

ensure the relevancy of training programs to the needs of businesses and
industries;

ensure the development; compatibility, and articulation of an MIS in each
vocational/technical education and training administrative agency, and
prepare annual reports of activities and recommendations for improvements of
the vocational/technical education and training system in Jordan. :

B. Teacher Training

In the proposed consolidation or articulation of MOE and VTC vocational programs a
significant gain would be realized in the area of teacher training. As described in’
section Ill-F1., this is an area that needs urgent support for MOE. The IST! has the
facilities and curricutum in place to provide the necessary education for MOE
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vocational teachers. Since both MOE, VTC, and CC technical teachers need the same
basic curriculum they could easily be mixed in the same classes. However, a
considerable increase in facilities, equipment, and teacher trainers would be required.
The capacity would need to be expanded to accommodate the following MOE _ __
vocational teachers. (it is assumed that all the current teachers would need training.)

YEAR NUMBER

1992 952
1993 412
1994 150
1995 148
1996 146

Note: Demand is based on current student teacher ratio of 11 to 1. This
should be increased to 20 to 1.

This would be an ideal time to move the vocational teacher education program to a
more professional level of excellence on a par with many of the -industrialized nations.

It the consolidation can be brought about, the teacher training function should be
under the Amman University as part of a degree program with 30 semester hours of
credit for the equivalent of a one year program. Courses could be offered on
extension in evening programs in several areas of the country to accommodate
teachers in distant regions. This move would raise the quality of teacher preparation to
z new level for not only MOE and VTC teachers, but also for technical subject
teachers in the community colleges. The ISTI could still generate the program in its
upgraded facilities with the University responsible for granting college credit. '

Vocational and technical teachers should receive college credit for their work
experience since, in effect, it is the equivalent of a technical specialty earned at a
college. In most states of the U.S. for example, between 20 and 30 semester hours of
college credit are awarded to vocational and technical teachers after completing a
comprehensive theoretical and applied examination in their trade area. Most states
require at least four years of verified work experience in the trade in order 10 qualify
for taking the examinations. Nearly all vocational and technical teachers complete.
another year of liberal studies and earn a BS degree. Most states now require a
.masters degree for a permanent certificate, so many vocational and technical teachers

" __continue their studies through the MS degree.

This is the time for vocational and technical education 10 take a giant step forward
which will produce a ssignificant change in the quality of teacher preparation resulting -
in improved learning opportunities for students and enhancement of the overall status
of the profession. ‘
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C. Integrated Program Development
1. Eacilities

There is evidence that VTC and MOE have cooperated in sharing shop facilities in
some areas. What is needed is a frequency of use analysis, which should be a
segment of the MIS, to determine the numbers of students in each shop/laboratory
each hour of the day. This should be completed before any facilities are expanded or
new ones added to either MOE or VTC. The goal should be to maximize the use of
facilities for cost effective operation.

Since equipment repair is a constant problem.especially at MOE, consideration should
be given to having VTC instructors and students’ repair MOE equipment as part of
their training program where appropriate. Procedures would need to be established
to ensure that the repairs matched the training needs of the programs.

2. Curriculum

Since the ILO type training models are in common use at MOE and VTC and MOE
has a curriculum development department, it would be logical for both to work as a
team in carrying out all related activities in this area from initial design, testing, revision,
and publishing of trade courses to the production of basic instructional materials.

There should be a financial advantage through an economy of scale butalsoa -
qualitative advantage and elimination of overlap.

D. Standard Testing and Training Project

- 1. Project Concept

The Amman Standard Testing and Training Center project is an ambitious, carefully
planned major program of significant costs at 2.3 million JDs. This is only:the =
beginning of a large annual cost to VTC for many years in the future. It should be
noted, however, that the bulk of the initial expenditures will be for facilties-and
equipment needed for additional and new training areas. The goal of classification

and certifying all workers may be overly ambitious. Most countries have job

classifications primarily to identify what the person does on the job so that everyone in

business, industry, and. education accepts the basic job titles and their descriptions: of
duties. | | o ~ e

However, éll skilled trades do not require testing and certification in most of the wdrld_ .

for two sound reasons. First, it is very costly since the test must be frequently
upgraded due to the rapidly changing technology. Secondly, expert teams must

review literally hundreds of tests every year and just the printing alone is a major cost.

Vil-4

T




not to mention the design and validation for each test. Further, examiners must be
carefully trained to maintain a high level of objectivity, and careful control over the
security of the tests is a difficult task. Another challenge is the "dated" certificate. Who
will determine how long the certificate is valid in light. of rapid changes in industry, or
when to call for new certificates in a given trade?

Since the commitment has already been made to start the center, it is recommended
that a review be mads of the extent of the testing and certification program design.
Serious consideration should be given initially to testing and certifying only those
critical trades that relate to public safety, e.g., electricians, plumbers, bus and motor
vehicle mechanics. Verification of competency for other trades should be satisfactory
completion of the appropriate competency based courses in established and certified
public or private school programs. The market place dstermines how skilled or
efficient the workers are since if they are unable to perform they will be dismissed or
required to take upgrading courses.

2 Teacher Training Addition

Consideration should be given to moving ISTI to the Amman Center with additional
space provided to accommodate classrooms, offices and an instructional materials
center. The new shops would become model of demonstration shops which would
be used in conjunction with teacher training program and provide a practice teaching
experience that would be totally realistic. Demonstration shops should be added for
vocational subjects offered by MOE to facilitate the training of their instructors.

E. Changing the Perceptions of Vocational Education

1. Facilitating Choice

A major challenge to vocational education in Jordan is the negative perception that the
majority of parents and students have of training for business and.industry. This is
reinforced by admitting students into the different streams on the basis of their
cumulative scores in grades 8, 9, and 10, which limits students from having free
choice, pressing those who do not score well into vocational programs. Students
should be free to select any school program they so desire with the only determinant
being their ability to successfully pass the courses.as they are taken. Further, students
gr—aduatingffrfomfanyfprogram,sho,uld,bs,a,ble to take whatever additional work is

needed in order to enter community college or the university if they can pass the
minimum requirements for entry. It should be noted that changes are already
underway to free up the 10th grade roadblock. :
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o Vocational Industrial Clubs

While there are many ways to improve the status of vocational education, one of the
most successful ever initiated in the U.S. was the Vocational Industrial Club (VIC)
concept. Students in a given school with one or more vocational subjects have an
opportunity to join a VIC for the purpose of enhancing their trade skills and
knowledge, the development of democratic responsibilities, improving school
relationships with business and industry, and expanding friendships. The group elects
officers who run the club meetings; learn the responsibilities of leadership and in the
process, all learn the rules of parliamentary procedurs. A vocational teacher is
selected to act as the club advisor. Activities include talks by key people from
business and industry, visits to a variety of local firms, films about technology, sports,
social events, and skill contests. Skill contests are the hall mark of VIC organizations.
They involve establishing a problem in a trade area and then having a contest to see
who can do the best work in solving the problem. For example, the problem in -
woodwork-program might be to construct a child’s stool using.power tools. The
contestants would be given the drawings and materials to make the stool. Each
student would be judged by experts from the community using the same criteria used
by industry, such as accuracy, fit of joints, and finish. Winners from each school would
_go to a national contest along the same lines. Usually the contests are held on &
holiday so parents and the public can attend. Each skill area would have a contest

from typing and dressmaking to welding and metal fabricating. Business and industry

participate by providing expert judges and others sponsor the contests and give
prizes. The end result of the VIC activities is a sense of pride in craftsmanship by
students and a new appreciation of vocational education by the community. The
concept would work equally well for VTC, MOE vocational programs and CC technical

programs.

F. Professional Organizations

In addition to the need for VIC, there is an-urgent need for a vocational and technical
professional organization with sub sections for trade teachers, technical teachers,
training officers, program administrators, curriculum developers, guidance counselors,
teacher trainers and instructional materials specialists (educational technology). The
overall purpose of the organization would be to constantly improve the quality,
relevance and status of vocational and technical education for the benefit of the
students, employers and supporting_professionals. :

The organization shouild be imitated by the leadership groups from VTC, MOE, and

~ technical Ccs. Activities of this professional organization would include such things as
an annual conference at which professional papers are presented, a national
magazine with articles of interest to the profession, publications on research,
resources, public relations etc. It should also sponsor a national vocational and

- VII-6

T




technical education week. Help in establishing such an organization jis available from
:ne American Vocational Association.

G. Occupational Health and Safety Institute

The Occupational Health and Safety Institute (OSHI) of VTC has provided safety
training for VTC vocational teachers since its inception. Although one of its major
activities is safety training for VTC personnel, it has moved more toward the function
of comprehensive responsibility for industrial health and safety in Jordan. As such, it
should be concerned not only with the collection of accident data, but ultimately
becoming the agency to monitor the compliance with safety and health standards. In
shonr, training vocational teachers will become less important to the institute’s total
responsibility and thus it should logically be returned to the Ministry of Labor.

Although VTC may not wish to lose jurisdiction over OSHI, the transfer has a
significant advantage. It frees VTC to concentrate on its prime function of training
skilled workers. Further, the transfer should not preclude a close association for the
benefit of both organizations. '
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VL. DEVELOPMENT COST ESTIMATE SUMMARY

The cost estimates presented below are a summary of the project development costs
found at the end of each of the three vocational and technical training sections, i.e.
MOE, VTC and Community Colleges. It should be noted that given the shortage of
adequate funds for future development, every effort has been made by the team 10
limit costly expenditures, but there are areas of significant need. Much of the VTC
currently planned development will be funded under the World Bank loan. However,
to carry out the recommendations made for program improvement beyond what is
already funded will require additional sources of revenue. The three entities should
explore all sources for international funding both bi-lateral and multi-lateral.
Additionally, each should seek to establish dynamic cost recovery programs using the
country’s resources with initiative and imagination. ( Note: all figures are in US §.)

A. MOE Program

Curriculum Laboratory | 230,000

Instruction Materials Center 265,000
Upgrading Faclilities and Equipment 1,821,000
2,543,000

B.  VTC Program

Staff Development ' 867,000
Vocational Industrial Clubs of Jordan 217,000
Management Information System 5,074,000

g 6,158,000

C. Technical Training Program

System Integration 30,000
Planning - 55,500
Curriculum Center 271,000
Incubator Program 181,000
Linkages 70,500
Facilities and Equipment .. 480,000
Guidance and Placement 200,000

1,297,500

Grand Total "~ 9,998,500
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APPENDIX [-A

-~ JORDAN VOCATIONAL AND TECENICAL TRAINING ASSESSMENT

VOCATIONAL AND TECHNICAL EDUCATION
SCOPE OF WORK

BACKGROUND: The Government of Jordan is currently undertaking a far reaching
reform of its entire educational system. The reform is focused on the primary and
secondary levels as well as the vocational education system. This effort is being supported
by $146 million in loan funds supplied equally by the World Bank and the Japanese
Government. An important part of this effort involves support for vocational education.
The IRBD has conditioned a portion of the support which it will supply to the sector on the
execution of a demand study for vocational and technically urained labor. Other support for
the sector may be forthcoming from the U.S. Government and other sources. In order to
meet conditions for assistance, there is need for a thorough review of Jordan’s entire
. vocational and technical training system. This review must encompass not only the demand
“aspects, but also must examine the structure of the current system and the implications of
future demand on types of training, in which institutions such training should be offered. the
geographic distribution of training units, and the size and cost of the overall program. The
review must encompass the three main components of the sector; the technical streams of
the Jordanian high school system, the Vocational Training Corporation (VTC), and the

technical programs of the Jordanian community college system.

L TITLE: . Assessment of the Vocational and Technical
Training System in Jordan

-

1. OBJECTIVES:

(1) to analyze the vocational and technical education sector in order to determine
how effective it currently is in meeting the demand for skilled labor; (2) to examine
the likely structure of future demand for skilled labor 1n Jordan and in the region to
determine potential impact on the vocational and technical education system; and (3
{0 determine what improvements in the system need to be made and how they
should be implemented and financed so that this future labor demand can be met.

~ I STATEMENT OF WORK:

A General Statement:

The contractor, in the course of this assessment shall (a) gather and analyze currently

available studies and information on the existing vocational and technical education

system including enrollment, course offerings, legal constraints, administrative
policies, and employability of graduates (this review must encompass the high school

1-A-1
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technical streams, the VTC and the technical programs of the community colleges):
(b) analyze current Jordanian and regional labor needs and develop scenarios for
future Jordanian and regional labor market demand; (c) make estimates as to likely
training needs in regard to projected economic ? and resulting labor market
demands, both in Jordan and regionally; and (4) determine what changes must be
implemented in the vocational and technical education system to meet these needs.

B. Detailed Statement

L)

2.)

Review of the Existing Vocational and Technical Education System.

The contractor shall gather existing relevant documentation on the =

system and address the following issues:

- How is each component of the system administered? What laws and
policies affect the administration of the system? Are there changes
required to make the system more responsive and efficient?

' 5

- In what kind of occupations do vocational and technical graduates
work? What percentage of graduates find work in their specialty?
What percentage are unemployed and in what specialties? What do
these statistics-indicate about the effectiveness of the current system?

- Do employers feel satisfied with the vocational and technical students
as apprentices and actual workers? Are they adequately and properly
trained? :

- Are graduates'of one of the vocational or technical education streams
(VTC), high school, community college, etc.) more

marketable/competitive workers than others and why?

- What labor market projections are used, by whom and to what degree
to plan future enrollments, specialty expansions and reductions?

- How are current t.cachcrs trained and what additional or different
training is needed? ~

- Are existing facilities adequate in terms of both space and
equipment? ‘

Labor Market Demand Assessment.

The contractor shall gather existing Jordanian and regional labor

market data and evaluate its reliability. My reviewing the Jordanian

T T




3.)

4)

.

|

and regionai cJonomics and prospects for future growth, the contractor

shall pinpoint the industries and specialties which will be most likely to
exert the most impact on future labor market needs. The contractor is

expected to rely largely on existing data, supplemented by interviews._ _

with industrial and governmental sources in Jordan, to produce
scenarios for future Jordanian labor market demand. Secondary
sources shall also be utilized for examining the regional economy and
labor markets to determine the nature and magnitude of the demand
for technical and vocation labor in those economies and the likelihood
of Jordanian participation in these markets.

The contractor shall also examine the impact, both positive and
negative, of educational and economic policies set by the Jordanian
Government on labor demand creation.

Training Needs Estimate.

On the basis of the foregoing analysis of likely labor demand, the
contractor shall provide scenarios for the demand for training in
various technical and vocational skills (in terms of both type and level
of expertise) over the next five years (1991 through 1995). The
objective is to provide as concrete.a basis as possible for the near term
future development of the technical and vocational training systems.

Recommendations for System Development.

In accordance with the foregoing evaluations, the contractor shall

identify modifications needed within the existing structure of the
vocational and technical education system. Specific issues to be
addressed include:

- improvements to current structure of the system and
method of governments; ‘

- modifications needed in the curriculum and specific

. . course offerings;

- modifications needed in the apprenticeship system;

- projected faculty, equipment and facilities needs;

- location and number of training facilities.

~

The contractor shall provide detailed recommendations for
implementing the necessary changes to the system - both administrative
and physical - and estimates for the cost of such changes and suggested
means of financing.



IV.

VI

VIL

Annex A contains further details regarding the nature of all four
phases of the expected review.

REPORTS:

The contractor shall produce a report of all findings from the assessment including
and executive summary focused on conclusions and recommendations in addition to a
more detailed narrative which covers all activities outline in the scope of work. At
the conclusion of the.contractor’s field work, the contractor shall submit a draft of
the report for review by USAID/Jordan and the relevant technical offices of the
Government of Jordan. Comments shall be supplied to the contractor within three
weeks. Upon receipt of comments, the contractor shall revise and submit 20 copies
of the final report to the responsible technical officer with thirty days.

RELATIONSHIPS AND RESPONSIBILI'ITES:

One of the vocational education experts. (to be specified in the IQC) shall be the
team leader for the contract team. The team shall work under the technical
direztion of a USAID/Jordan. project officer from the Private Enterprise/Project
Development office. Coordination with Jordan’s Higher Council for Science and
Technology shall also be arranged through the USAID project officer. The principal
liaison for the HCST shall be Dr. Victor Billeh who also heads the newly established
National Center for Educational Research and Development. The contractor shall -
also work in close liaison with selected counterparts from the Jordan Vocational
Training Corporation and the Ministry of Education.

PERFORMANCE PERIOD:

The expected start date for this. work is May 1, 1990. The estimated cqmpletion_date
is twenty weeks after the actual start date: '

IMPLEMENTATION PLAN:

This assessment will be carried out in five phases, involving two separate trips to
Jordan by the study team.

Phase 1: The first visit of the study team shall cover a two week period involving
initial research and data collection. Additional data collection and research needs
shall be defined and arrangements made to acquire the information needed. A
subcontract shall be arranged to gather additional data and ‘materials needed for the
week.

1




Phase 2: Over a six week period the subcontractor shall undertake the collection Ot
necessary data and research materials covering such areas as labor market demand
and detailed information on the vocational and technical education systems
themselves. ‘

Phase 3: The expatriate team returns for a two week period. Working in association
with the local professionals, they synthesize all available information and produce 4
draft report of all findings. '

Phase 4: Over a three week period, USAID/Jordan and its Jordanian counterparts
in education review the draft and provide comments to the contractor.

Phase 5: Upon receipt of comments, the contractor shall have thirty days to
complete and submit 2 fina] report. The contract ieam leader -shall have seven days
during this period to-provide final technical input and editing services for the report.

Position ~Work Days

st | 2nd Final “Total
Trp |, Trip. | Report

Vocational Education

Specialist (#1) 14 | 7. |35
Vocational Education I B |
Specialist (#2) 14 | 14 - 28
Labor Economist 14 14 28
Educational Management |
Specialist ' 14 14 28
Local Subcontracting
Sr. Researchers 48
Jr. Assistants  (data collection) 120

)

VOCATIONAL EDUCATION SPECIALIST

These individuals must havean advanced academic degree in vocational and
technical education. The in’divi'dua'lsfs'houldfhave—itof&ycars;expcticncc in

education evaluation studies. Their main areas of concern shall be evaluating the
current vocation education system and making recommendations for improvements
specifically pertaining to the adequacy of teacher, curriculum, textbooks, equipment

and facilities. It is anticipated that one specialist will investigate these concerns as
they relate to the services sector industries while the other concentrates on the




Agricultural/Industrial sectors. These rules may be realigned as necessary at the ‘
Contractor’s discretion. One of the vocational education experts shall be specified in
the contract as the team leader for the assessment and shall be responsible for
producing the final report. S

LABOR ECONOMIST

This individual must have an advance academic degree in labor economics or a
related field. The person should have S to 8 years experience in investigating labor
markets, preferably in developing countries, and demonstrated ability to analyze.
survey and predict labor market needs. The specialist shall be responsible, with locui
subcontractor assistance, for conducting the assessment of current Jordanian and
regional labor market needs and-developing scenarios for future Jordanian and
regional labor market requirements in terms of both numbers and specialties.

EDUCATIONAL MANAGEMENT SPECIALIST

This individual must have an advance academic degree in educational administration
and 5 to 8 years practical experience in a related field. The management specialist
shall be responsible for examining the administrative structure of various vocational
and technical systems, identifying their problems and recommending specific changes
to the system. This includes both organizational and financial concerns.

.,i
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and marketable than others and why?

Speciual
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APPENDIX I-B ?
2
JORDAN VOCATIONAL AND TECHNICAL *
EDUCATION ASSESSMENT T g
>
Preliminary Task Responsibility Schedule
(based on "Statement of Work") -
Key e Prime responsibility
' o Support role
Major Categories
MOE programs: :
Vocational Training Corporatxon Programs .
Community College Programs
Labor Market Demand ‘
Administration of Vocational and Technical Programs
~ Financing VT ‘
1. How is each program administered?
2. What laws and policies affect adrmmstrauon?
3. What changes are needed to make system more
responsive and efficient?
Data on Programs
1. Enrollment 6
2. Course offerings ¢
3. Legal constraints ¢
4, Geographic distribution ¢
S. ~Guidance ax}d E:ol.low—up ’
Employment of Graduates
1. In what occupations do they find employment? ¢
2. What percent find work in their field of training? ’
3.~ What percent are unemployed and in what specialities? o
4, What do statistics indicate about the systems effectiveness? ¢
5. Are employers satisfied with apprentices or workers o
programs?
6. Are students adequately and properly trained? e
7. Are graduates of some of the 3 programs more competitive ]

Myt .

bd .
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Spectaliae
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SPECTaly

3
Basis { S
1. What sources are used? '
2. Who is responsible for making projections? L
3. How is expansion and reduction determined? ¢
Teacher Preparation
1. What are the requirements for teacher preparation? . 0
2. What additional or different training is needed? ‘ 0
. 3. Are existing facilities adequate in terms of

both space and equipment? 0

Labor Market Demand Assessment
1L Gather existing data on Jordanian and regional

labor market.
2. Determine prospects for future growth (1991-95)
3. What industries and occupations are most likely to -

show future labor market needs?
4, Supplement available data by developing instruments

for interviews with industrial and governmental sources..
S. Produce scenarios for future labor market demands.
6. Review secondary sources to examine regional economy

and labor market to determine nature and magnitude of

demand for vocational and technical labor in those -

economies and the likelihood of Jordaman participZtion

in these markets,
7. Review impact of GOJ economic and cducanon policies -

on labor demand creation. . 0
Training Need
Based on foregomg analysis, provide scenarios for training
demand in the various vocational technical skﬂls by types
and level of expertise for 1991-95. ' 0.

Spectala

Spevital st
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Recommendations for System Development

L.

.O\}I\Al»

Identify modifications needed in existing systems:

Improvements to current structure and method of
governance

offerings

Modifications to apprenticeship. systems

Projected faculty, equipment and facilities needed
Location and number of training-facilities needed

administrative and physical-estimates of cost and
means of financing

Finanéing Vocational-~Technical Education

L.

2.

past 5 years? :

shortfalls/surpluses and indicate reason.

over next 5 years on basis of:

-

into the systems).

sources only.

Support system,.

Special

Specialy

.‘\.|lu‘!'l.lll:,(

ISR ¢

\"

—and future systems-

= 03
P - - : A
H 3 b - z 3
> > ) ': Z
v oz I
§
0 2
Modifications needed in curriculum and specific course !
L L LI
’ H
[ L ¢ %
0 0 U
Recommendations for implementing necessary changes -
’ ] L ¢ ¢
i
What is the nature and amount. of financing ~ver
e ) ) 0
Compare financing for past.5.years with expected i ;
budgets in each part of the VT system; identify | -
Prepare projections of future spending requirements i
. ' v
a. Operation of current system (taking :
into account projected flow of students o} 0 i 0.
b. Operation of an improved system congidering |
recommendations made in the assessment.
Analyze availability of funds to support the system !
over next 5 years considering current finance i
Recommend other sources and methods of finance to '
0 0 0
Recommend operational changes which would improve
efficfeiary in use of financial resources in current
: o
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VOCATIONAL EDUCATION IN JORDAN

L 4

SURVEY OF ESTABLISHMENTS
ENGAGING (5) PERSONS OR
MORE IN JORDAN
(SURVEY OF JORDANIAN EMPLOYERS AND EMPLOYEES)

SURVEY DESIGN

Dr. Fathi Aroui
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Establishments Engaging (5) Persons or More

Table No. (1)

[ndustry” ~— T TTTTTTTTT Number of Employees  ~—~"TTTTTT
B SOTT10°24 1723-39 173095 "ﬁ)ﬁb@"' 00 or more | Totu |
Mining & Quarying 69 |7 0 4 2 3 &5
Manufacturing 799 | 233 116 52 26 21 1241
Electricity, Gaz &

Water 0 1 1 0 0 k) b
Construction 10 17 18 15 13 1 74
Commerce (Wholesale, -

retail, trade, Restaurant :
Hotels) 239 [ 175 50 32 9 4 S00
Transpont, Storage & _

Communication 63 44 16 7 0 9 139
Financing, Insurance

& Real Estate 12 20 20 12 7 11 82
Services 796
Total 2922

»
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5. QUESTIONNAIRES USED IN THE STUDY:

This study aims at collecting data and informations from the employers and the:
employees who have any kind of vocational training and community colleges graduates.
Therefore, two questionnaires has been designed for the purpose of this study, one for
employers (form no.1) and the other for employees (form No. 2). The first drafts of these
questionnaires were in English. These drafts has been discussed and adjusted. The English
forms of these questionnaires translated to Arabic with few adjustments. Suitable codjng
system for these questionnaires has been used (See Annex no. 1).

For the purpose of the sample survey (100) copies of the questionnaire form (1)
(employers questionnaire) and (600) copies of the questionnaire form (2) (emplovees
questionnaires) has been prepared. '

The final Arabic forms of questionnaires used to coliect the data from the field ranslated
to English (see Annex no. 2).

6. THE FIELD WORK:

By 6/4/1990 all the office work including the questionnaire, the final survey design and
the preparations for the field work was completed.

From the 9/4/1990 enumerators started collecting the data from the ficld by distibuting
questionnaires (employers and employees questionnaires) one the base of one questionnaire 10
the employer and a number of questionnaires to employees depend on the size of the firm and
the number of VTC, MOE Vocational Education and Community Colleges graduates (one
questionnaire to every one who have any kind of Vocational Training in small firms engaging 3
- 9 persons, (2%) of employees in firms engaging (10 - 199) persons, (10%) of employees in
firms engaging (200 or more). ‘ :

During the first week of the field work we found that the number of questionnaires
(employers and employees) collected were less than it was expected, especially from the
vocational training graduates. Therefore, we decided to adjust the sample size and its
distribution by size, economic sector and governorate in order to increase the size of the
vocational training employees in the sample survey (see table no. -,.

By 24/10/1990 the total number of questionnaires collected from the field were (70 from
employers and (484) from employees (see table no. 5).

All questionnaires has been reviewed, coded and entered on computer (by using SPSS

program). Few questions in the questionnaires (Comments, suggestions,...cic) were tabulated
manually.
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|
7. SOME OF THE M‘AIN PRELIMINARY RESULTS OF THE SURVEY:

r
.]‘
To get some of the preliminary results of the survey, frequency tables has been
used for each question used in the survey (employers and employees forms), sec annex
(). The questions contains comments, suggestions....etc. were tabulated manually

and the main of these comments and suggestions ..etc. will be mentioned in the final
report.

From frequency tables annex (3) we can study the characteristics of the employers
and VTC, MOE Vocational Education and C.C. graduates employees in the firms
included in the survey. In the following we will mention some of these characteristics
(all the data are on the disc) and problems were revealed by the survey:

1. EMPLOYERS SURVEY:

Frequency tables revealed some of the main characteristics of the employers
in the survey suchas:

1. 60.0% of the firms in the survey are working in industrial sector, 12.9

wholesale & retail trade, restaurants and hotels. -

43.0% of the firms established since 1980, and 73.0% of them

established since 1970. ' ‘

45.0% of the firms engaging less than 50 persons, 17% engaging 50-

99, 14% engaging 100-199 and 24% engaging 200 or more.

61.4% of the firms increased the number of their employees during

the last, 12.9% of them decreased the number of their employees and

24.3% remained the same.

2579, of the firms working with their full capacity and 8.6% of them

working with less than 50% of their capacity. :

6. 71.4% of employers have very important local demand problems,
. 28.6% have very important regional demand problems and 21.4%

have very important outside the region demand.

> w »

(V)]

[I. EMPLOYEES SURVEY:
From the frequency table we can notice that:

1.  2.3% of the employees are less than 18 years.of age, and only 0.8%
of them are 60 years or more.

u

2. 85.3% of the employees are males.

3. 20% of the employees are working on administration and supervision,
45.7% skilled workers and 0.8% unskilled workers.

4. Only 4.6% of the employees have less than one year of work
experience and 5.4% of them have 20 years ‘or more of work
experience.

5. 15% of the employees are working in current firm for less than one

year and 9.7% worked for:more than.10 years in:current.firm.

6. Only 0.8% of the employees are with university education, 30.4%
with secondary vocational education, 10.3% with VTC training and
18.2% with Community Colieges education. - :

7. 31.4% of the employees mentioned that training is very useful and
1.2% of them mentioned that it is not useful.

8. 77.3% of the employees feel that their training helped them getting
their jobs.

II-A-9




10.
1.

:39.7% of the employees mentioned that they were unemployed.

74.3% of those who were unemployed spend less than one year as
unemployed. .
56.0% of the employees have some type of job training. .

II-A-10
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APPENDIX II-B
NATIONAL CENTER FOR EDUCATIONAL RESEARCH AND DEVELOPMENT

VOCATIONAL EDUCATION DEVELOPMENT IN JORDAN QUESTIONNAIRE
FORM (1)

SURVEY OF JORDANIAN EMPLOYERS
QUESTIONNAIRE

Name of firm
Address
Position of respondent

1. What does the firm make or do?

2. Is the enterprise part of a larger company?

Yes: 20% No: 80%

3. How old is the firm (date of establishment)?

7 years: 20% | 30 years: . 20%

4. How many workers are employed by the firm?

0-10; 10% 10-20: 11.4% QOver 50: 54.3%

5. Over the last year, has the number

a. increased? 62.9%
b. decreased? 12.9%

C. stayed at about the same level? 24.3%

I1-B-1




P s b

g-b

What percentage of employees are

ao o

managers?
administrators?
technicians?
semi-skilled?
unskilled?

Capacity utilization

oo o

90 - 100%
60 - 90%

50 - 60%

less than 50%
no answer

24.3%
44.3%
21.4%
8.6%
1.4%

How do you consider the following factors in determining the profitability of your

firm?

Market demand

op

Costs

me oo

local
regional
outside region

- material,

equipment and supplies
labor costs

wages

other labor costs
energy costs
subcontracts

(please indicate the
kinds of activities for
which you subcontract)
taxes

interest payments
transportation costs

Very

Important  [mportant  Important

72.9%
28.6%
20.0%

71.4%
57.1%
55.7%
30.0%
47.1%
10.0%

37.1%
41.4%
25.7%

11-B-2

17.1%
32.9%
15.7%

22.9%
38.6%
37.1%
44.3%
32.9%
17.1%

42.9%
32.9%
38.6%

Not So No
Answer
8.6% 1.4 %
37.1% 1.4%
61.4% 2.9%
2.9% 2.9%
2.9% 1.4%
5.7% 1.4%
21.4% 4.3%
17.1% 2.9%
55.7% 17.1%
18.6% [.4%
24.3% 1.4%
34.3% 1.4%

i

i




8-¢
8-f
. B-g

8-h

Availability of credit

Government regulations (licenses)

a. on imports
b.-  on exports
c. labor regulations

Distance to ma;kets
Communications
Competition from abroad
Skills of workforce

motivation to work
attitude to work
average productivity
difficulty in finding
specific skills at
prevailing wage rates
management skills
supervisory skills

g

Lack of appropriate technology

Very

Important  [mportant
31.4% 31.4%
37.1% 31.4%
22.9% 22.9%
31.4% 47.1%
37.1% 25.7%
62.9% 24.3%
47.1% 30.0%
60.0% 34.3%
54.3% 40.0%
65.7% 25.7%
37.1% 44.3%
67.1% 27.1%-
71.4% 24.3%
35.7%

38.6% -

Not So
Important

25.7%

30.0%
47.1%
[20.0%

34.3%
11.4%

21.4%

2.9%
1.4%
4.3%

15.7%
4.3%
2.9%

21.4%

No
Answer

11.4%

— -] —
o
N AN

2.9

xR

1.4%

1.4%

29%
4.3%
4.3%

2.9%
1.4%
1.4%

4.3%

Of the above factors which two would you consider most important in determining

your firm’s profitability?

1.

11-B-3



11.

12-a

12-b

© e oo

How do you consider the following problems in setting up a firm like yours?

Very Not So
Important  lmportant  Important

a. licensing 37.1% 25.7% 32.9%

b. capital investment 85.7% 8.6% 2.9%

c. credit A 35.7% 32.9% 22.9%

d. qualified employees - 60.0% 31.4% 5.7%

e. management ' 65.7% 28.6% 2.9%

f. markets 85.7% 10.0% - 1.4%

g. other (specify)

Do you export any of your output or services?

Yes: 55.7% No:. 44.3%

Do you recruit workers for your firm?

Yes: 70.0% - No: 30.0%

If yes how do you (or would you) recruit workers?
advertise in newspapers, radio, television 41.4% 51.4%
ask employees for suggestions 31.4% 60.0%
recruit from other firms in industry 14.3% 77.1%
check with labor offices 47.1% 44.3%
professional associations 28.6% 62.9%
get lists of graduates from VTC and
vocational institutions 12.9% 78.6&

h. ask friends or family 17.1% 74.3%

1. combinations 45.7% 45.7%

11-B-4

No

Answer

4.3%
2.9%
8.6%
2.9%
2.9%
2.9%

No
Answer

7.1%
8.6%
8.6%
8.6%
8.6%

8.6%
- 8.6%
8.6%

i




13.  What do you look for in new employees?

Very Not So No
Important  Important Important Answer
a. experience 61.4% 30.0% 7.1% 1.4%
b. education 38.6% 45.7% 15.7%
c. technical training 47.1% 3.1% 15.7%
d. attitude, motivation 55.7% 35.7% 5.7% 2.9%
€. wage demands 25.7% 58.6% 15.7%
f. willingness to work
long hours . 22.9% 37.1% 37.1% 2.9%
g. other (specify)
14, Do you prefer to hire
a.  already trained workers? ' 28.6%
b. to provide the training yourself? 12.9%
c. a little of each? 58.6%

15. DELETED
16-a Do you ever have problems finding specific skills?

Yes: 55.7% No:: 44.3%

16-b  If yes, which kinds of skills?

[To be tabulated by Jordanian contractors]

17. Do you provide any training for your employees?

Yes: 81.4% No: 18.6%

18.  Is this training

a. part of the reguiar job? 62.5%
b. special planned programs? 18.6%

c. unknown; not applicable? 18.6%

I11-B-5




20.

21,

22.

23.

24,

25.

- Could any of your programs be provided by VTC?

Yes: 40.0%  No: 51.4% No answer: 8.6%

Do you ever send your employees for training outside of your firm?

Yes: 41.4% No: 54.3% No answer: 4.3%

If yes, please specify where.

a. VTC 5.7%

b. Vocational of Education, Ministry of Education 37.1%
c. Other (Specify) 57.1%

Do you provide any training for others, such as VTC?

Yes: 70.0% No: 28.6% No answer: 1.4%

Have any of your employees gone through

No
Yes No Answer
a. VTC? ‘ 64.3% 25.7% 10.0%
b. Ministry of Education Vocational Education? 64.3% 28.6% 1.1%
. other? 74.3% 12.9% 12.9%

How would you rank employees with vocational training in relation with other workers.

a. much better 61.4%
b. worse 8.6%
c. no real difference . 21.4%
d. no answer 8.6%

If you are aware of any vocational training progfams, how would you rate them?

a. rather good 75.7%
b. waste of time 4.3%
c. doesn't seem to matter much 4.3%
d. no answer 15.7%

I1-B-6
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DELETED - ,L

Some employers note some particular problems with the quality of their workers or with the
kinds of training programs offered in the country. Please indicate whether you feel the
observations apply to your employees.

No Strong No
Agree Disagree  Feelings  Answer

a. My employees require too 78.6%  15.7% 4.3% 1.4%
much supervision. _
b. I have had to redesign 30.0% 58.6% 8.6% 2.9%

jobs to fit limited
workers skills. ,

c. My workers know how to do 44.3% 47.1% 7.1% 1.4%
their jobs, but they
don’t always do their
jobs well. ' :

d. My workers are good. My 41.4% 28.6% 25.7% 4.3%
business problems come
from other sources.

e. When hiring a new 50.0% 42.9% 5.7% 1.4%
employee I don't really
want a worker who is
already trained. Just
give me someone who is
motivated and disciplined,
and I'll teach him what

- I want him to know.

f. If I could find better 44.3% - 47.1% 7.1% 1.4%
workers, I could expand : ' ' ’

my business.

g. There are plenty of good 38.6% 50.0% 10.0% 1.4%
workers available.
h. I am hesitant to give my 24.3% 64.3% 10.0% 1.4%

workers too much training
because they may get hired
away by another firm.

i I could get by with fewer 37.1% 57.2% 4.3% 1.4%

workers if they were
better workers.

11-8-7




What recommendations do you have for im

No ideas, have not really
thought about the problem.
Need more practical
experience, less theory.
Need to teach students
better discipline.

Need to teach students to
be more interested in the
quality of their work.
Need to teach multiple
skills for worker
flexibility.

Need to teach with
machinery and equipment of
the type used in industry.
Change curriculum to
better reflect required

job skills.

Teach better attitudes.

Teach improved safety
awareness.

Need instructors with

better experience in
industry.

VTC and Vocational schools
need to have more contacts
with employers.

24.3%

80.0%
71.1%

91.4%

68.6%

87.1%

78.6%

91.4%
92.9%

87.1%

94.3%

1I-B-8

Agree Disagree

52.9%

10.0%

5.7%

1.4%
24.3%
1.4%
1.4%
1.4%
1..4%

1.4%

2.9%

proving vocational training in Jordan?

No Strong No
Feelings  Answer

10.0% 12.9%

8.6% 1.4%.

14.3% 2.9%

5.7% 1.4%
4.3% 2.9%
8.6% 2.9%

14.3% 5.7%

2.9% 4.3%

2.9% 2.9%

4.3% 7.1%
- 2.9%
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APPENDIX II-C
NATIONAL CENTER FOR EDUCATIONAL RiLSEARCH
AND DEVLCLOPMENT ‘

" "VOCATIONAL EDUCATION DEVELOPMENT
IN JORDAN QUESTIONNAIRE
FORM (2)

SUR\'E\' OF EMPLOYEES

QUESTIONNAIRE
For Computer Us

Name Of FIMM ovvueernrenreneneees UUUUET TV T T TP T PP PP PP PR PREE LI "
1. Age .~ Month 11 Year 28
2. Sex Male 85.3 Female 14.5 mis 0.2
3. Whatis your job here?

a Administration . ) 18.6

b.  Supervisor 3.9

¢. Technician 45.7

d. Skilled worker 16.9

e Semi-skilled worker  12.6

{ Unskilled worker 0.8

g Other (specify) 0.6

h. Missing . 0.8

4. How many years total work experience do you have?

.......................................................................................

5. How many years have you been with this company (or firm)?

......................................................................................................

6. Have you completed your military services?

Yes 57.9 No 19.6 Missing 22.5

7 What is the highest level of education you have?

a. University graduate 0.2 Specialization......ooveerieeeriereses
b. SomeUniversity . 1.4 (specify the period of study)..0:7 °
Missing ‘ 18. 4
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B-a

g-b

10.

11.

12.

13.

¢. Community College 38.4 Period of study....48:2.........
¢ Secondary Vocationul Education  30-6
place of raiNINE. oo period of training..... 31.8
e. Secondary Education 6.8 Type of Study ..o
f. VIC Specialization........ .. Period of raining..........
place of raining  ....ooovieiienenn ‘
c. Apprenticeship training 4.8 specialization.....c..coennes :
period of 1raining............; ..... pluce of rraining ...ooovvveiiiiinn
h. Preparatory 5.6 Amman 16.5
. Bemenmy 16 e L
j. Missing 0.4 . | ;:‘;?: gz
Have you ever taken any short-term aining courses? Missing 62: ’

Yes No

If yes

a. Whatis the title of the course
b. Who sponsored your training

How useful that training course was for you?

a. Very useful 31.8
b. Useful 21.5
C. Somewhat uc<eful 4.1
d. Not useful 41.3

At what age were you when first started to look for your first full-time job?
Year(s)

How long did it take you fo find that full-time job?
Month (s) Year ,

Was that first job related to your carlier training or education?
Yes 68.2 No 21.3 Missing l.9

Do you feel your education or training helped you get that first job?
Yes 77.7 No 21.3 Missing 1.0

I1-C-2
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14. Durning your military service did you work in a job related to vour
education or maining?
Yes 20.9 No 43.0 Missing 36.2

15. How many jobs have you had since your first full-time job?

Distribution:
0-1 200 5 or more 34
2=4 211 Missing 39
16-2 Have you ever be unemployed?
Yes 40.7 No 57.6 Missing 1.7

16-b If yes for how long was the longest yoﬁ,have ever been unemployed?
Month (s) Year(s)

17. Do you think previous education or training has helped you on your
current job? V
a. Relevant, hashelped  71.7
b. Notreally relevant to current job  13.2
c.  Relevant, but hasn't made much of a difference 13.4
d. Missing 1.7
18-a Do you feel you need further sidll training
a. to improve your current job performance ? Yes 52.1; No 40.1; Missing 7.0

-

b. to incrcascyourchanccsforabcncrjob in the future ?  Yes 46.1; No 45.7;
Missing 8.3

18-b Please indicate type of training felt needed.
19-2 Have you had further training on the job at any point during your work

experience.
Yes 56.0 No 39.9 Missing 4.1

19-b If yes how helpful it was for your job?

a. very helpful 27.9
b. belpful 21.3
c. somewhat helpful 7.0
d. very linle help 1.2
e. missing 42.6

20-a What has been most helpful in preparing you for your current job?
a. Educaton 19.4
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b. Previous work expenience 24.8

ro

Vocational Truining 50.
4. Traning provided by this firm 2.4
e, Missing 5.6
20-b If vocanonal training, please specify which type of zaining:
Community College 9.5

a.

b. Vocatonal education  11.6
c. VTC 22.1
d. On job training 6.4
e. Missing 50.4

21. What suggestions would you have for improving training in the VTC or

MOE or Community College programs?

a. More practical training Yes 47.1 No 48.6
b. Beter equipment Yes 46.9 No 49.0
c. Training after military service Yes 18.4  No 77.5
d. Beterinsouctors Yes 27.7 No 68.2
e. Need to offer different courses §spccif?8

, es .7 No 85.1
f. Other ......... e ieaeeeseneensasesnns

22. Are you happy on your current job?
Yes 74.4 No 24.2 Missing 1.4

23.a Did anyone in particular help in securing vour

Yes 46.1 - No 53.3 Missing 0.6

23-b If yes who helped you most?

a. Ministry of Labour Office - 3.

b. Educational teacher during education or training 7.

c. Yourrelatives 21.

d. Others: Sriemds 15.
X (specify)

e. Previous employer 52.

0o v - O

current iob?.

Missing
Missing
Missing

Missing

Missing

24-a Did your vocational of technical school have a program to assist you in

making & choice of which occupetion to study?
Yes 31.8 No 64.3 Missing 3.9

24-b If yes how helpful it was?
a. Very helpful 18.6

11-C-4
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b.  With bule help 13.2
c. Notatall 3.2
d. Missing 64.5

25. Where there enough hand tools in the shop or laboratory for you 10 use 7
them whenever needed?
a. Enough 29.3
b.  Somehow enough  47.3
c. Notatall 16.7
d. Missing 6.6

26. How would you describe the condition of the mechanical or laboratory
equipment in the school shop or laboratory or VTC or the secondary
vocational school or the Community College you graduate from?
a. All were in operable condition 29.1
b. Most were in operable condition 48.1
c. Many were not operable 15.1
d. Missing , 7.6

27. If you served in the military before taking your first full-time job, would a
refresher course in your occupational speciality have been?
a. Very helpful S 41,7
b. Helpful 18.4

“ c¢. Not needed 5.4

d. Missing 34.5

28. Are you working for the same employer where you trained?

Yes 22.1 No 75.2 Missing 2.7

29. If yes did the program provide sufficient experience so that you feel
confident while you at work.
a. . Verymuch '
b.  Notenough

30. How would you rate the training provided by vocational education at

VTC, MOE and Community Colleges in relation to the following:

Excellent Satisfactory Need Improvement

a. Instructors practical knowledge 23.6 31.2 36.4
b. Instructors theoretical knowledge  30.6 35.1 25.2

I1-C-5
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For Compataf &

Use of Audio visual matenals and

c.
missing

need improvement
36.6 9.1
¢ Vocational

cquunncnl excellent' satisfactory

18.0 36.4
u have for improving in th

What suggestions would yo
programs and Community Colleges?

Trmmng Programs at VTC, MOE

....................................................................

31.

¢ needed for improving the Vocational

32, Are there other courses that ar

Program?

Yes 47.1 No 40.1 Missing 12.8

If Yes specify the courses needed?

......................

33.
.................................................................
.................................................................................
.............................................

....................
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APPENDIX III-A
Curriculum for Applied Vocational Education

Subjects: Classes/Week
11th Grade 12th Grade
1 st. sec 2nd sec
Core Curriculum Islamic Studies 1 1
Arabic Language 2 2
English Language 2 2
Science & Technology 2 2
Social Studies 1 1
Total 8 8
Basic Science Chemistry 2 2
' Biology 2 2
Total . 7 4 4
Applied Sciences Training Modules 30 (Male) 30 (Males

Vocational (practice & 28 (Females) 28 (Females)

Sciences Occupational sciences :
Drawing 3 3
Home Economics 2 2
(females)

Total - 33 33

Supplementary

Subjects

Total 45 45

Practical Training

Additional Basic
Sciences

ITI-A-1
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Curriculum for Applied Vocational Education

(Industrial)
Subjects: Classes/Week
11th Grade 12th Grade
1 st. sec 2nd sec
Core Curriculum Islamic Studies 3 3
Arabic Language 3 3
English Language 3 3
Science & Technology 3
Social Studies 3
J| Total 12 12
Basic Science Mathematics 2
Physics 2 4
Chemistry 2 3
Total 6 7
Vocational Special Industrial 3 4
Sciences Science 4
Drawing , 3
Industrial Safety & 2
Administration
Total. 8 8
Supplementary 2 2
Subjects
Total of 28 28
Theoretical
Courses
Practical Training ' 16 16
Additional Basic = | Mathematics (add’l) 2 2
Sciences Physics 2 2
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Curriculum for Applied Vocational Education

(Nursing)
Subjects: Classes/Week
11th Grade 12th Grade
1 st. sec 2nd sec
Core Curriculum Islamic Studies 3 3
Arabic Language 3 3
English Language 3 3
Science & Technology 3
Social Studies 3
Total 12 12
Basic Science Chemistry 2 2
- Biology 2 2
Total 4 4
Vocational Physiology 2 2
Sciences Nutrition 2
(Nursing) English 2 ‘
Nursing & Care 4 4
Medicine 2
Total 10 8
Supplcmentary
Subjects 2 -2
Total of
Theoretical
Courses 28 28
Practical Training 16 16 -
Additional Basic Chemistry (additional) 2 2
Sciences Biology (additional) 2 2

ITI-A-3
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Curriculum for Applied Vocational Education

(Agriculture)
Subjects: Classes/Week
11th Grade 12th Grade
1 st. sec 2nd sec

Core Curriculum Islamic Studies 3 3

Arabic Language 3 3

English Language 3 3

Science & Technology 3

Social Studies 3
Total 12 12
Basic Science Chemistry 2 2

Biology 2 2
Total 4 4
Vocational General Agri. sc. 2 2
Sciences Special Agri. sc. 4 4
(Agricultural) Land & Irrigation 2

Agri. Administration 2
Total 8 8
Supplemientary
Subjects 2 2
Total of
Theoretical
Courses 26 26
Practical Training 16 16
Additional Basic | Chemistry (additional) 2 2
Sciences Biology (11) 2 2
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Curriculum for Comprehensive Vocational Education Administrative &

Finance/Commercial
Subjects: Classes/Week
11th Grade 12th Grade
1 st. sec 2nd sec

Core Curriculum Islamic Studies 3 3

Arabic Language 3 3

English Language 3 3

Science & Technology 3 -

Social Studies - 3
Total 12 12
Baéic Science Mathematics 2 2

English 2 2
Total 4 4
Vocational Accountancy 4 4
Sciences (Admin & | Office Work & Comm 4 or 4
Finance) Computers 2 -

Math. & Statistics - 2

Comm. Services - 2

Economics 2 -
‘Total 12 _8
Supplementary 2 2
Subjects
Total of 30 26
Theoretical
Courses
Practical Training 8 8
Additional Basic Mathematics 2 ' 2
Sciences (additional)

English (11) 2 2
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Curriculum for Applied Vocational Education
(Home Economics)

Subjects: Classes/Week
11th Grade | 12th Grade
1 st. sec 2nd sec
Core Curriculum Islamic Studies 3 3
Arabic Language -3 3
| English Language 3 3
Science & Technology 3 -
Social Studies .- 3
Total 12 12
Basic Science Chemistry 2 2
Biology 2 2
Total , 4 4
Vocational Special Voc. Course 4 4
Sciences (Home Admin. & Occup. 2 -
Economics) Safety
Drawing & Voc. Ed. 2 2
Home Econ./Socials 2 2
Total . 10 8
Supplementary 2 2
Subjects
Total of 28 26
Theoretical
Courses
Practical Training 16 16
Additional Basic Mathematics (add’l) 2 2
Sciences Biology (add™) 2 2
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Curriculum for Applied Vocational Education

(Hoteling) .
Subjects: Classes/Week ,
11th Grade 12th Grade 1
1 st. sec 2nd sec
Core Curriculum Islamic Studies 3 3 |
Arabic Language 3 3
English Language 3 3
Science & Technology 3 -
Social Studies - 3
Total 12 12
Basic Science Math 2 2
. Biology 2 2
Total 4 4
Vocational French Language 2
Sciences | Tourism ‘ 1
(Nursing) Health & Nutrition 2 -
Food Production 3 4
Hotel Services 3 4
Total 11 8
Supplementary
Subjects” 2 2
Total of
Theoretical 29 26
Courses ‘
Practical Training 16 16 - #
Additional Basic | Math (additional) 2 2 |
Sciences Biology (additional) 2 2 J
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APPENDIX I1I-B

Industrial Traders

Occupational _Categories Major nents
1. Electricity/Power 1. Use
2. Generation
3. Tand D
4, Cars
2. Electronics 1. Commercial
2. Radio -and Television
3. Industrial Electronics
4. Maintenance of Computers
3. Maintenance of Electro-Mechanics 1. Office Equipment Maintenance
Equipment - 2. Industrial Maintenance
4. Maintenance and Repair'Vehicles 1. Car Mechanics (gas)
2. Car Mechanics (diesel)
3. Farming -equipment
5. Heating and Air-conditioning and 1. Air Conditionif;g
plumbing 2. Refrigeration
6. Sheet Metal 1. Metal Casting
2. Car Engine Casting
3. Plant Maintenance
7. General Mechanics 1. General Mechanics
' 2. Foundry and Metal Castung
3. Metal Fabrication
8. Auto Body and Metal Fabrication 1. Auto Body
' 2. Welding
9. Construction 1. Building Construction
2. Finishing
10. Wood work and Decoration 1. Woodwork
2.

111-8B-1
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Appendix 1II-Bcont'd

~11. Press Pri_n;ing _

Agriculture:

1. Plant Reproduction
2. Animals Reproduction
Commercial:

1. Administration

2. Finance
Hoteling:
|, Hoteling

Home Economics:

In house manufacturing
Child care

Crafts

Cloth Production
Cosmetics

R N N

I111-8-2
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Design

Lettering

Pictures production

Offset printing

Plastics and cloths
printing

Book binding




APPENDIX IV-A

VIC Trade Areas and Courses

Training Programme . Male Fema:ies

|- Elactrical (power)

- Substation fitters - _ ' X -
- Cable jointer L X -
. Overhead line network : X -
- Electrical installatiops X -
- Electrical home appliancies repair x X
= Auto electricity X -

'2- Auto Mechanics

- Light vehiﬁbe-mechahi€  ; X -
- Diesel mechanic (tfuckgj&;pﬁées) x -
- Heavy equipment mechanic e , X -
- Light vehicle services: - ' o X : X
- Truck driver S ' x -
3= M;tal Fabricatfon and General

Mechanical Maintenance

- Metal fabrication and welding X -
- General mechanics ‘ X -
- Plant mechnical maiptenance X -
- Metal casting ‘ ’ X -
- Metal profile fabricator | x -
- Metal structure'ﬁabricator X -
- Aluminum profile fabricator X -
- Thick sheet meﬁa} fabricator X -
4- Plumbing and Climatization

- Central heating mechanic X -
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Plumber

- Domestic refrigeration and

air~onditioning mechanic

- Domestic refrigerator maintenance

chsehold plumbingAmaintenance

=~ Building and Construction

Shutterer
Stone mason
'Plastering
Steel reinforcing fixer
Block laying
Tiles finishing
Insulation worker
Decoration

- Electronics

Measuring and controf‘instruments
maintenance

Rad{o and TV repair

Radio and tape recorder maintenance
Office machines repair

- Wood work

8

Joinery
Wood furniture making
Wood furniture maintenance

- Others
tners

Food preparation

Food servicing

lHouse keeping

Ready made cloth making

IV-A-2
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- Dress making

- Cierk typist and office
- Cioth f{lcwer meaking

- Ceramic flower making

- Copper flower making

- Toy making

- Bakers

- Retail sales

- Leéther shoe meking

- Spinning and weaving

' - Sweets preparation

work

IV-A-3

<



T . Ty

NDIX IV-B
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APP

VTC Number of Teachers Resigning by Program, Center

Vocational Center Type of Viork for Resigning Teachers | Numbers | Yar
Hakama - -
2 8
Y ajouz 1 Mechanics Trainer 1 83
2 Training Officer 1 89
3 Vocational Guide i- -8
4 -Teacher 1 89
S Librarian Trainer 1 B9
6 Wood Work Trainer 1 89
7 Auto Mechanics Trainer 1 90
Hashmeyeh 1 Trainer ] B9
2 Central Heating Trainer ! 29
3 Electricity Trainer 1 89
4 Training Officer | 89
S Dnving Trainer 1 89
Ein El-Basha | Electiricty Trainer 1 £9
2 Hoteling Trainer 3 89
3 Hoteling Training Officer 1 ]9
4  Mechanics Trainer 1 89
S Auto body repair painting Trainer 1 89
6 Air Condition and Refrigirator Trainer 1 80
7 Mechanics Trainer ’ 1 90
8 Typing Trainer 2 60
- 9 English Teacher 1 90
. 10 Hoteling Trainer 2 90
Sahab 1 Hoteling Trainer 1 89
2 Electricity Trainer 2 89
3 Central Heating Trainer 2 89
Middle Ghor Mechanics Trainer 1 89
Marqa - Sewing Supervisor 1 89
- Typing Trainer ! 89
Mashare’ Teacher 1 89
Agabae 1 Mctal Casting Trainer 1 89
2 Elecrricity Trainer 1 89
3 Hoteling Trainer 1 89
4 Teacher 1 89
Queismeh 1 Mechanics Trainer 1 90
2 Auto Mechanics Trainer 1 90
3 Auto Body Repair Painting Trainer 1 90
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Hashmite Kingdom of Jordan
Vocational Training Corporation
APPENDIX IV-D

Expected Training Opportunities
Over The Next Five Years

_ .
| Ttem 1992 1993 1994 1995 1996 Total

—

| Apprenticeship 6730 7400 8140 8960 9860 41090

| Mid. Term : .
Training/One YT, 2000 2200 2420 2660 2930 12210

| Short Term :
Training/Beginners 1150 1270 1400 1540 1700 7060
Short Term
Training Urban
Development 900 1000 1100 1210 1330 5500 |
Short Term :
Training/ ' |
Unemployed 3270 3600 3960 4360 4800 19990
Short o | |
Term/Upgrading 000 1100 1210 1330 1470 6110
Training of Trainers | 700 770 850 940 1040 4300
_Training in Safety
& Occupational
Health 400 450 500 550 600 2500
Total: 16150 17790 | 19580 21550 23730 98800
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APPENDIX IV-E

Text for Jordanian Proposai
MANAGEMENT INFORMATION. SYSTEM

The continued development of Jordanian technical and vocational education is very
dependent upon the proper allocation of resources both to that sector and within the sector
itself. A key to judging when resources are being allocated is the establishment of certain
standards for operational performance and the provision of sufficient teachers, facilities, and
expendable funds to operate a program correctly. To accomplish this within a reasonable
time frame requires that students are allocated among the existing facilities, that new
facilities can’be planned depending upon population growth and specialty requirements. that
sufficient teachers are provided to the necessary school sites, that the requisite specialty
laboratories are constructed and supported, and that sufficient expendable funds remain to
continue operation of a facility.

Accordingly, an effective management information system for a vocational technical system
requires the following five components as a minimum:

1. Student enrollment, by gender, by region, and by specialty:

2. Teachers, by gender, by specialty, by experience;

3. Curniculum, including textbooks and special requirements:

4. Facilities, including available square fe;t, specialty areas and condition:

5. Budgetary support, including allccations to salaries and direct expenses, and unit costs
such as cost per student, cost per specialty, and cost per school.

Initially, in a centrally planned system, such information can be gathered via survey, or on
a quarterly basis from an inspectorate. Typically such a system involves a computer
supported system which automates the actual processing, compilation, and analysis of such
data. In later stages of the development of such a system, individual schools will operate
their own base level system in order to quickly return the same information which is being
reported centrally. Such a school or institution-level system supports improved management
at the site level, and supports the more efficient allocation of local resources before such re-
‘allocation is requested centrally. Exhibit 1 following describes a pyramid of information
which is part of a general management information system.

As noted on Exhibit 1, the top level and typically narrowest point is strategic planning
information which is on a longer time frame and involves comparisons between general
country-wide needs and general country-w1dc capacmes to fill such needs. The mid-level is

na ™m nfaremats + ¢ laval +hoa lhonde
""“S:dﬁl’t" AH "’t}C...?.! ...aﬂasvmﬁut INioTmausn. AL tha levvl, ine neadamasiers or

principals of schools have accessible information about the operation of their own
organization typically on a monthly basis in order to determine whether efficiencies are
increasing or decreasing, whether allocations of internal resources are happening according °
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to plan, and whether certain specialty -areas are being properly or improperly supported.
The widest base, the one involving the most numbers of transactions is generally called
operational information. . This is a highly individually-based, daily income and outflow of
information. The operational level of information in the student region would be, for
example, the registration of an individual student at the school. It would also be the
processing of an individual paycheck for a teacher. Operational information by its nature
must be highly specific, involve identifiers for each of the persons participating in‘the system.
and typically is much too disaggregated to serve analytical and planning purposes.

In the case of Jordan which has in most cases a highly centralized system, with certain
decentralized components, this basic pyramidal design would apply.
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EXHIBIT 1
LEVELS OF A MANAGEMENT INFORMATION SYSTEM

Planning
&
Statisticai
(Qtr./Yr.)

i
foov

Management Summary
(Weekly/Monthly)

| A \
v A

Transactional Information
(Daily, Individual Information)
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Category
Revenue
VTC Self-generated

Government Support
Current
Capital

Loans and Grants
IBRD Loan
Provident fund Loan
Industrial Dev'ment
Loan Grant
British Loan
Australian Grant
Social Security .
Corporation Grant

Loans Interests Grant

Local Grants

Total Revenue

Current Expenditure

Salaries, Wages and
Allowances

Transport Costs

Power Services

Maintenance

Stationery

Training Matenals

Misc.

Social Security

Rewards and Overtime

Provident Fund
Equip and Furniture

Total
Capital Expenditure
Land Purchase

Settlement of Loans
Vehicles, Machinery

and Equipment All Centers 49,875 L

APPENDIX VI-A

BUDGET DETAIL

11987-1991°
1987 1988 1989
358,419 317,050 321,000
1,500,000 1,425,000 1,000,000
500,000 665,000 500,000
274,728 582,099 733,000
130,500
11,714 50,000
410,000
156,000
2,763,647 3,000,891 3,170,000
1,220,814 1,362,533 1,374,000
44,042 52,903 34,700
71,868 64,382 48,300
53,500 60,500 7,000
11,006 12,000 5,000
150,000 162,000 45,000
213,649 89,725 74,000
41,551 105,000
48,830 47,938 30,000
51,453 50,146 21,000
1,906,713 2,007,127 1,639,000
187,959 102,000 179,000
262,897 1,208,000 -

VI-A-1

19%0

315,277

1,453,750
300,000

365,335

26,000

50,000

2,511,303

1,427,500
23,500
93,000
24,000
18,000
60,000
73,000
50,000
21,000
22,000

1,812,000

189,417

326,197

=
et

281,551

1,850,000
311,815

114,263

50,000
172,922

7.149

2,787.700

1.568,352
34,824
92.510
37.818
37.780

277.627
70,375
241,558
64,820
25,000
11,380

2,462,044

27,365
310,335

6,280
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Appendix VI-A (Cont’d)

Category

Dnver's Center
Hoteling Center
Construction
Safety Institute
Safi TTC
Aqaba TTC
Driver's TTC
Extensions
Safi Housing
Ramtha TTC
Amman T&TC

200,000
30,000
200,000
61,509
169,799

Extension of Ein-Albasha TTC

Total Capital
Total C&C

Balance (R-E)
Cumulative Balance

Total

899,142
2,795,855

(32,208)
(364,524)

(396,732)

89,190
175,000
175,238

73,258

11,742
50,000

939,325
2,936,452

(64,439)
(396,732)

(332,293)

175,000

55,000

1,617,000
3,256,000

(86,000)
(332,293)

(418,293)

1990

60,018

45,256

620,888
2,432,888

(78,415)
(418,283)

(339,878)

5,336

5,509
52,272

620,609
3,082,653

(294,956)
(339,878)

(634,834)
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Categor

Revenue

VTC Self-generated:

Government Support
Current
Capital:

Loans and Grants .
IBRD Loan
Sector Loan
Australian Grant
Loans Interests Grant

Total Revenue

Current Expenditure ...

Salanies, Wages and
Allowances
Transport Costs
Power Services
Maintenance
Stationery
Training Materials
Misc.
Social Secunty

Rewards and Overtime -

Provident Fund
Equip and Furniture

Total
Capital Expenditure

Land Purchase
Settlement of Loans
Vehicles, Machinery
and Equipment
All Centers
Driver's Center
Trucks and Trailers |
Double cabin pickup
: ‘Mini Bus '
Manara TTC

APPEND1XVI-B

BUDGET DETAIL
1992-1996 Projections

1992 1993 1994 1995 1996
640,000 657,000 755,000 850,000
2,200,000 2,619,000 2,737,000 3,121,000 3,438,000
1,490,000 1,395,000 874,000 779,000 505.000
392,000
1,110,000 1,622,000 1,000,000 2,000,000
320,000
42,000
6,194,000 6,311,000 5,366,000 4,950,000 4,893,000
1,901,000 ~ 2,250,000 2,250,000 2,860,000 3.150.0:%
35,000 40,000 50,000 58,000 03 XX
131,000 140,000 157,000 176,000 190,008
71,000 - 78,000 90,000 105,000 135,000
37,000 40,000 ~50:000 60,000 B6R. W
300,000 330,000 365,000 400,000 440,000
74,000 95,000 105,000 120,000 125000
320,000 206,000 - 45,000 50,000 35000
75,000 100,000 110,000 122,000 .7 135,000
150,000 20,000 250,000 35,000
2,946,000 3,294,000 3,492,000 3,976,000 4.388.00C -
50,000 310,000 © 140,000 ;
224,000 224,000 244,000 244,000
1,145,000 80,000 90,000 100,000 11,000
160,000 . ; RO
160,000 60,000 - 120,000 150,000 120,000
150,000 50,000 /50,000 125,000 - 75,000
40,000 - ~ : :
VI-B-1
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Appendix VI-B (Cont’d)

Category

Quesmeh TTC
Mid-ghor TTC
Bakery in Yajouz
and Hashimyah
Yajouz, Ein-Elbasha,
Hashimyah TTC, Hair
dressing Equipment
Training of Trainers
Institute
Amman Testing Center
Karak/Mazar TTC
Matraqg
Taferla TTC
Madaba TTC
Ma'an TTC
Zarqa N. Girls TTC
Irbid Girls TTC
Martaz Girls TTC
Deban/bani Hamida
Girls TTC
Karak Girls TTC
Tafeila Girls TTC
Ma'an Girls TTC
~ Beit ras Urban
Development TTC
Zarga Urban Dev. TTC
Agaba Hoteling TTC
-Text Books

Construction

Ma'an Housing
Amman T&TC
Tafeila TTC
Ein-Basha
Extension

in all Centers
Beit ras Urban
Development TTC

Zarga Urban Development TTC 15,000

Manara TTC

Quesmeh TTC
Mid-ghor TTC

Aqaba Hoteling Center

130,000

75,000

100,000

60,000

55,000
550,000

150,000

30,000

15,000
15,000

29,000
19,000
25,000
43,000

Bakery in Yajouz & Hashimyah 29,000

Karak/Mazar TTC -
Mafraq TTC

- Madaba TTC

Ma'an TTC
Zarqa N. Girls TTC

1993 1994 1995 1996
180,000
680,000 200,000
100,000 14,000
140,000
100,000 140,000
70,000 100,000
70,000 100,000
70,000 100,000
80,000 120,000
40,000 60.000
40,000 0.000
40,000 80,000
40,000 60,000
40,000 100,000
50,000 :
50,000
100,000 200,000 250.000
653,000
350,000
120,000 150,000 180,000 200,000
75,000 :
125,000
250,000 260,000
250,000 260,000
150,000 190,000
150,000 190,000
70,000 100,000
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Appendix VI-B (Cont’d)

T T

Category 1992 1993 1994 1995 1996
Traiming of Trainers Inst. 80,000
Headqaarters 150,000 200,000
Zarga Girls TTC 140,000 190,000
Irbid Girls TTC 110,000 570,000
Mafraq Girls TTC 7 80,000 120,000
Deban/bani Hamida Girls TTC 100,000 175,000
Karak Girls TTC 100,000 175,000
Tafeila Girls TTC 40,000 130,000
Ma’an Girls TTC 40,000 130,000
Total Capital 3,354,000 4,107,000 3,978,000 2,543,000 1,021.000
Total C&C 6,300,000 7,401,000 7,470,000 6,519,000 - 5,409,000
Balance (R-E) (106,000)  (1,090,000) (2,104,000)  (1,569,000) (516,000)
Cumulative (634,834) (740,834) (1,830,834)  (3,934,834) (5.503,834)
Balance :
Total (740,834) (1,830,834) (3,934,834)  (5,503,834) (6,019.834)
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APPENDIX VI-C

Ministry of Higher Education
Five Year Funding Display
Polytechnical Institutions
1987-91

Amount Reguested Amount Allocated Shortfall

Institution Year

Hussun Poly 1987 320,000 80,000 (240,000)
1988 380,000 51,000 (329.000)
1989 540,000 55,000 (485.000)
1990 560,000 10,000 (550.000)
1991 600,000 30,000 (570,000)
1987 44,000 60,000

Amman University 1988 69,000 60,000 (9,000)

College 1989 "247,000 35,000 - (212,000)
1990 273,000 37,800 (235,200)
1991 301,000 191,000 (110,000)

Tafilah College 1987 not yet open
1988 45,000 45,000
1989 . - (12.000;
1990 ~ 20,000 8,000
1991 - -

Total ~ 3,399,000 662,800 (2.736.200)

Yi-C-1
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