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CURRENCY EQUgVALENTS

Currency Unit - Peso (P)
US$1 - P 21.00

P 1 - US$0.05
(as of February 1989)

FISCAL YEAR
January 1 - December 31

SCHOOL YEAR
June - March

ACRONYMS

ENFE Bureau of Non-Formal Education
BTYE Bureau of Technical and Vocational Education
CLACDA Camarin Livelihoood and Community Development Association
CTC Community Training Center
DA Department of Agriculture
DAR Department of Agrarian Reform
DECS Department of Education, Culture and Sports
DLG Department of Local Government
DOLE Department of Labor and Employment
DSWD Department of Social Welfare and Development
DTI Department of Trade and Industry
DTS Dual Training System
GITP Garment Industry Training Program
IB Industry Board
MTU Mobile Training Unit
5CNFE National Committee for Non-Formal Education
NEDA National Economic Development Authority
RFE Non-Formal Education
NGO Non-Governmental Organization
SKYC National Manpower and Youth Council
NSTC National Skills Training Center
OSY Out of School Youth
PBSP Philippines Business for Social Progress
PCNFE Philippines Center for Non-Formal Education
PLACER Placement Assistance Center
PMDO Provincial Manpower Development Officer
PMTC Provincial Manpower Training Center
Regions I-XII Refers to administrative districts
BMTC Regional Manpower Training Center
RTO Regional Training Officer
SEAW Self-Employment Assistance Worker
TCS Training Contract Scheme
TECH-VOC Technical-Vocational (schools)
TEI Technical Education Institute
TLS Training Levy System
TT I Trade Test Class I for supervisory staff



#50-22(1) PROSSER SR-044.TOC JP:MSG:DBsJP(3)BWCtJPsVWC(2) 01-24-90

TT II Trade Test Class II for skilled craftsmen
TT III Trade Test Class III for semi-skilled artisans
VTIL Vocational Training Instructor's Licence
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PHILIPPINES

VOCATIONAL TRAINING FOR OPERATIVES AND CRAFTSMEN

SECTOR STUDY

EXECUTIVE StQMARY

Background

i. The main objectives of this study are to identify and suggest ways to
resolve key issues in the training of operatives and craftsmen in urban and
rural areas for both wage- and self-employment. The study describes and
critically examines the main training delivery systems in the public and private
sectors and the particularly important role of non-governmental organizations
(NGOs) in rural training in the Philippines.

ii. A major impediment was data limitations. It was already recognized
that employment data were weak or non-existent and that the study (for external
efficiency purposes) would therefore have to be "supply-oriented'. It proved,
however, that there were also serious liwitations on reliable "training' data of
all kinds, which became an issue addressed by the study. An important
consequence of the absence of sound basic data is that it was not felt possible
to put forward any firm conclusions on the need for expanding training for
operatives and craftsmen particularly for the modern sector or on external
efficiency. In exploring the need, h3wever, for rural basic training
particularly in addressing training for youth and women the absence of hard
economic data to justify expansion is, from international experience, typically
difficult to collect. References are less cautious in proposing an expansionary
strategy where a social justification is as valid as a strictly economic one.

Socio-economic Setting

iii. After a decade in which the Philippines turned from one of the
region's most dynamic economies to one of its most troubled, the new Aquino
government is attempting to put in place a revitalizing socio-economic
development strategy that, inter alia, places a new emphasis on human resource
development and vocational education and training (VET). However, there has not
as yet been an employment survey, and data on present and future employment
needs are scarce and of poor quality. Nevertheless, indications are that new
export promotion policies are showing signs of success, led by industries such
as garment manufacturing and electronics. To a lesser extent, policies designed
to re-invigorate the rural areas through small-scale industrial growth are also
having an impact.

iv. An initial study (1988) conducted by the Department of Industrv (DTI)
in collaboration with the Department of Labor (DOLE) and the National Hanpower
and Youth Council (NMYC) indicates a need for more than 200,000 new operatives
and craftsmen annually to support the new economic efforts in the short-term,
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besides the need for retraining and upgrading of existing cadres.l/ Employment
data on the informal rural sector are not available. Rural employment
opportunities are mainly for self-employment. However, *outreach" modern sector
wage employment in small-scale rural industrial/programs are expanding because
of low rural wage rates. These call for operative and craftsmen skills in such
fields as garment and handicraft development as well as for self-employment.

v. The new government's short-term strategy for lower and middle-level
manpower development has been to rejuvenate and to use existing institutional
training arrangements while at the same time to review and assess their relative
potential for improvement and expansion and identify weaknesses and ways to
address these. This study forms a significant part of this strategy which on
the basis of existing data and institutional conditions should help articulate a
broad policy and institutional framework with specific actions for government's
consideration to build up the supply of well-trained operatives and craftsmen.

The Vocational Training Scene

vi. Two public sector training agencies dominate the formal modern
industrial and rural scenes. The first, the NMYC, is the most significant, as
it has both major staff' and slines functions. The NKYC training program.
which is built on flexible six-month and shorter courses, is the largest of all
programs with an annual output of more than double all other programs together.
The second is the Department of Education, Culture and Sports (DECS). DECS, in
parallel with its general education activities, has two Bureaus dealing with
training. The Bureau for Technical and Vocational Education (BTVE) manages
formal one- and two-year, post-secondary programs and programs to train low-
level technician level 3 and 4 year program. The Bureau for Nonformal Education
(BNFE) conducts basic skills training in conjunction with broad-based literacy.
A number of other government departments have smaller programs which include
specialized vocational training such as the Department of Trade and Industry
(DTI) and the Department of Social Welfare (DSWD).

vii. Little data exist on the private industrial sector. which with the
exception of the large multi-nationals. has very limited training capacity.
Private industrial training capacity is typically being fostered by and linked
to the NMYC through 'subsidized, programs such as the Training Contract Scheme
(TCS) and Industry Board Enterprise Based Training Program (IB). The principle
of government subsidy to industry for training is based, apparently, on a
perceived weak institutional capability, reflecting partly the small size of
industrial enterprises. In addition to with-in industry training, there are a
variety of private training institutions ranging from a few very good
institutions typically linked to the private universities (and often 'feeders'
for university engineering courses) to others run on a profit-making basis,
typically poorly equipped and generally 'offering poor quality training.

1/ This only includes larger industries and does not include labor emigration
which is sizeable. However, the methodology used, basically extrapolation
of past trends, does not provide enough hard data to justify a firm
expansionary training strategy.
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viii. Rural non-formal training is typically basic and ad hoc. The public
sector plays throughout the country both an enabling and direct training role.
Programs respond to social demand and are characterized by flexibility,
Ingenuity in the use of resources, and smallness, each being effectively
tailored to local needs but in totality meeting only a small proportion of local
demand. The main departments engaged in rural basic vocational training include
the BNNE (DECS), the Department of Social Welfare and EMYC through its community
training program (CTP). These public bodies work closely with each other at the
local level and with the great variety of NGOs. An important characteristic of
rural training is the strong presence of the nationally organized NGOs and local
commmity self-help groups that organize training at local levels as part of
their broad community service activities. These organizations work together and
though hard evaluative data do not exist, programs are driven by local felt
needs, are run efficiently, and, though small in relation to needs, apparently
address those needs.

Strengths and Areas for Further Improvement

ix. A number of positive features mark the Philippine VET scene. First,
the NMXC as a quasi-government national training support and development
institution, is an unusual and valuable asset to VET. Through Statutory Act, it
has been assigned the authority for national policy work, executing critical
support *staff' functions across the VET subsector including macro and micro
manpower planning and training needs assessment, skills testing placemetit and
guidance technical advice and support to training agencies in industry. It also
has statutory power to undertake coordination functions and experimental work in
the VET field and has since the 19609 played a major role in these areas.
Indeed, the diversity of training agencies, with DECS, DTI and other as well as
NkYC responding to special training needs and to their particular strengths, is
a dimension of this positive feature. The Council has representation from all
training and training support agencies; it also has a Secretariat with a large
national and local structure and staffing establishment to advise on and execute
training policies and programs. It has also developed its own "line' training
through regional, provincial and local training institutions which provide
training at craftsmen and operative levels close to industry and the rural
scene. This means that the external efficiency of the NMYC program is
reasonable as is its internal efficiency.

X. Second, some aspects of institutional support to YET are well
developed. These include, for instance, NMYC work on program and curriculum
development, where at the provincial and village levels (CTP) local training can
be designed to match needs with flexibility; and training quality
standardization and trade testing, with 182 occupational skills standards having
been developed and 17 skill trade testing systems.

xi. Thirdly, an unusually strong tradition of private sector NGO
participation in rural and poverty-focussed-urban training has evolved, together
with generally harmonized training being provided by the public sector the BNFE
and DSWD. This training endeavor is capable of further expansicn on a
collaborative basis.

xii. These strengths notwithstanding there are serious weaknesses also
evident in the VET system at present.
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ZUi. First, it is clear that the VET system is far from reaching its
potential. The major training and support institutions have suffered severely
from neglect and under-financing during the years of political uncertainty and
economic decline preceding the 1986 revolution. It is not yet clear that the
malaise besetting the VET institutions hae been overcome in the post-revolution
years or that key institutions, such as NMYC (particularly in its staff role)
and DECS (particularly in its one- and two-year courses), that are critical for
supporting the country's economic development aims, are capable of providing the
trained manpower policy work, planning or program development effectively. The
situation is perhaps more serious and complex in relatio- to the modern and
typically more urban-oriented industrial basic and middle-level skills training
subsector than in nonformal basic skills training to support rural development.

Ziv. There are three groups of fundamental issues affecting VET. The first
in importance, though not the most urgent, are institutional issues such as how
to build up planning and management capacity. The second group--perhaps most
urgent--relates to the selection of the best delivers system to meet manpower
needs for the modern industrial sector. A related issue is the quality of
training and its relevance to labor market needs. Alternative solutAmns to
these issues all have a financial dimeusion. These constitute the third group
of issues: the most effective ways to make existing financial resources go
further nd how best to increase the total financial and other resources for
trainins. Similar issues characterize rural basic training although there are
differences of impact. For instance, the skills gap in rural development is
more difficult to quantify and training needs are typically reflected as social
demand, with self-employment as the personal goal as well as paid employment in
enterprises. The shortage of resources for rural training is very apparent.
Relevance, however, is typically less of an issue as almost all programs are
tailored to a felt community need. A key issue in the rural subsector is the
most appropriate role for the public sector and how best to encourage NGOs in an
activity where they are currently performing well, but where government support
is suspect or conversely could lead to unhealthy dependency.

Xv. Institutional Issues. A serious and basic weakness in the VET field
is institutional. This weakness begins with a lack of reliable and consistent
raw data on such central concerns as labor market needs, training places and
capacity, output of trainees, and trainee wastage rates. This makes planning
both at the national and local levels impossible. The planning and evaluation
currently being undertaken is of little value and a major overhaul is required
and a data bank, data management, planning and evaluation system built up.
Attention must be paid to a serious lack of professional economists, planning
staff, statisticians aad managers capable of interpreting data and plans as well
as executing them at all levels of VET from the macro 'national" level to the
grass-roots. This lacuna is particularly evident in NMYC, which has the mandate
fcr policy. planning and programmatic work. It is not clear that the problem is
entirely one of the level of NMYC staffing or lack of funding. It appears as
much a lack of professional competence in the agency. These weaknesses are also
evident in BTVE and BNFE and have been noted as a general weakness in DECs in
the Education Sector Study recently completed by the Bank. A review is needed
urgently of the system of data gathering, analysis and inte.pretation in the
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planning and finuncing context. This need not take long. Following this a
staffing review and strengthening program can be designed and planning rebuilt
on a firm base with a firm linkage between labor wrvket needs and training
programs.

xvi. Issues of Industrial Training) Modest Relevance and Needs. The key
Issue is how and through which delivery system can more and better operatives
and craftsmen be produced. A review of external and internal efficiency of
institutional programs is critical.

xvii. In this context, the duplication of training between the BTVE one-
year and two-year programs and the NHYC courses must be reviewed and resolved.
(Technician training has not been addressed in this study, the NMYC
appropriately makes no claim on undertaking technician training and the BTVE has
a clear mandate through its Technical Institutes to undertake this type of
training). 'While BTVE one- and two-year courses are for post-secondary school
graduates and NMYC has no formal education limitation on entry to its programs,
both BTVE and NYMC programs cater for the same part of the labor market. The
duplication raises issues of resource allocation and in a sub-sector beset by
financial constraints, only the most cost-effective programs can be supported.

xviii. On the side of relevance or external efficiency, the main problem
appears to be with the one- and two-year courses of DECS and BTVE. BTVE has
carried out no recent tracer studies of their graduates in job placement. but a
small industrial employer study was conducted by the Bank miss.on in and outside
Metro Manila. This survey was limited and ad-hoc and insufficient to make
definitive conclusions on exernal efficiency. However, unanimously, the
industrial employers complained of BTVE graduates being too theoretical and poor
technically and that they generally preferred NMYC graduates whose training is
almost completely practical. Employers went further and cowrented on their
general need for more 'multi-purpose' workers, who are more difficult to produce
in the highly structured BTVE operative and craftsman courses. It was noted by
the mission from the limited evidence, that a higher proportion of entrants to
the labor markets came from NMYC than BTVE, and that it was common for BTVE
graduates to enter NMYC courses as a remedial bridge to employment. BTVE has
begun to set up industry committees for each of its schools but there is yet
insufficient experience to evaluate their impact. It is worth noting that about
5OS of the NMYC trainees are already in jobs and are being trained through the
industry training contract and the enterprise-based training programs. No
review was made of the BTVE agriculture and fisheries training programs or of
the new technician training programs which may not be beset by the same problems
as the industrial one- and two-year courses.

xix. Internal efficiency indicators also suggest that NKYC programs are
significantly more cost-effective than BTVE's industrial training programs.
BTVE has significantly higher trainee unit costs; BTVE programs are less
flexible or adaptable to industry needs and instructors are less practical; BTVE
physical facilities and equipment are inferior; and BTVE has a higher (too high)
trainer-trainee ratio. Thus, evidence is strong that for craftsmen and
operative training, BTVE is a poor investment.

xX. Three alternatives offer possibilities for improving the situation.
These include: (a) continue with the present dual system and improve NMYC
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programs and rationalize BTVE programs; (b) phase-out less efficient BTVE
courses; and (c) permit the two to continue but focus growth on NHYC as the more
efficient. Considerations to be taken into account includes (a) BTVE is making
efforts to improve the relevance of its courses, though there must be real doubt
that the rigid, monolithic structure of DECS can be sufficiently sensitive to
the flexibility requirements of course development and to tailoring training to
the different skill and variety of local needs; (b) DECS has a significant
enough and major task in managing its general education system and could
properly use its capacity for strengthening its informal and technician
training; (c) there is a question of the capacity of NMYC to assume full
responsibility to meet the labor market shortfall in the short-term. A medium-
term (5 or more years) period would be needed by NHYC to build up its capability
and capacity in quality trainung and to transfer to industry a larger share,
while it simultaneously builds up its *staff' support work; and (d) a discon-
tinuation of the BTVE courses involves a significant political decision, as
tech-voc schools are widely dispersed throughout the country, are viewed locally
as training vehicles for local secondary leavers, and teachers have to be
redeployed.

xxi. The most practicable strategy is the third alternative, with a clear
policy of developing NMXC as the agency for training at this level, with
industry taking on more enterprise-based training and with a short-term option
of permitting the weaker delivery system (BTVE) to continue temporarily (say
five years) while the capacity of the NMYC is developed and to permit a
rationalization of the sector.

xxii. Finance and Resource Issues. A serious finance and resource issue
exists and there is evidence of severe underfunding. For instance, in 1987
less than US$0.45 million was allocated by DECs to !ts vocational and technical
training bureau for capital and recurrent purposes. This is less than 22 of the
DECs budget compared to other countries of the region with an average of 5Z.
The DECS budget was only 182 of the total Government budget and the per capita
budgetary allocation was less than US$20 (1988) while other countries of the
Region such as Bangladesh, China, Thailand were spending at least ten times that
amount in equivalent programs. NNYC was allocated less than US$0.15 million in
that year. Evidence on expenditures are that DECs does not get its full
allocations, and budgets can be significantly larger than actual expenditures.
It is unrealistic to ezpect much improvement in the overall level of public
funding.

xxiii. A fundamental policy issue exists on the role of industry in funding
its own training. The incentive system to encourage industry to undertake
and/or finance its own training can be strengthened through focussed tax
concessions, cost-sharing with the public sector through apprenticeship. Public
funding of training is too small and the quality of training is suffering from
low capital funding and inadequacy of equipment and training materials. There
is no tradition of private industrial funding of training. There are, however,
opportunities for: (a) reducing the government contribution to NMYC-managed
training funding support in the training contract scheme and increasing the
private funding; (b) introducing trainees' fees where the job markets are strong
(e.g., for overseas employment, computers, etc.); (c) introducing 'by industry"
contributory training funds where training funds can be allocated and managed by
each industry; (d) improving internal efficiency measures; and (e) harnessing
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the resources of NGOs more systematically by removing constraints, building-up
linkages between them, and providing concessions such as tax exemptions.

Toward a Training System

xxiv. An adequate training system should have the minimal qualities of
(a) training program sensitivity to changing labor mar!et needs; (b) systemic
flexibility and adaptability with skilled managers, planners and implementators
with foresight; (c) mechanisms for ensuring quality planning and managing in
national and local levels; (d) self-sustaining growth through program
evaluation, research and development and feedback; (e) the ability to cater for
pre-service training, in-service training, and retraining; (f) an allocation of
responsibilities that permits the employer a maximum of influence over the
training agencies and industry; (g) a funding system that encourages employers
to bring requisite pressure on trainers to provide what is needed--best served
when the employer is paying which is the major source of training agency income.

XXv. In the Philippine context, the basic elements of a satisfactory system
exist though they are fragmented and some critical gaps exist not because they
have been overlooked in the systemic view but because they are not performed or
are performed inadequately. Were the system to be working smoothly, the NMYC
would be implementing its policy and staff support functions and through its
multi-agency Council guiding the smooth functioning of the system, coordinating
overall planning, pin-pointing weakness, developing strengths of its member
'line' agencies and providing a clear picture of health of the sub-sector to
government and its members on a regular basis. it clear policy would exist, with
a strategy designed to encourage industry to take up greater share of the
training burden and its funding, with NMYC playing a key role in creating the
conditions for greater private sector responsibility. The public sector,
long-term, would still have a role through the school system and such programs
run by NMYC for pre-service preparation and over time would phase-out their
'in-service' functions. The public sector and perhaps new specialized
institutions driven by industry demand and finance will have a role in
specialized training such as currently executed by DTI. In rural non-formal
training, the public sector will have a longer term role through working through
NGOs and gaining access to as many local resources as possible. DECS, BNFE, and
DSVD will continue for long with staff Oenabling" and line roles. The whole
system would build on the already evident flexibility and responsiveness to the
diverse and continuously changing needs.

xxvi. A recommended strategy should include: the Council, with advice from
the Secretariat, determining the distribution of training responsibilities
between organizations, paying particular attention to the overlap between DECs
and NMYCs and assisting DECs' withdrawal from operative and craftsmen training.
Special attention must be given and decisions made on the modes for providing
incentives to industry and the possibility of expanding these where they are
judged worthy with the goal of ultimately transferring appropriate programs
and/or costs to industry.

xxvii. NMYC must be further assisted to do the fundamental job for which it
was created, and as foreseen by Congress (perhaps with a membership update to
give a stronger representation to industry and NGOs), must provide planning.
The Council members must coordinate the system and through the Secretariat
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determine priorities and distribute *staff* support activities such as planning
staffing development and new training methodology innovation.

xxviii. The 'line' development of the training system must take into account
the roles of the three main groups involveds the public sector (NMYC, DECs,
DTI. DSWD), the NGOs and private industry. The public system being developed
through NMYC provides for a regionsl NMYC office and training center for vZApport
to *staff^ work, and 'line' training Below the national/regional structure, a
second tier of PTCs will provide foci for meeting local organizational,
administrative and training needs. The PTCs in turn, would backstop and help
manage the very successful 'outreach' CTP village training programs. Thi6 is
reasonable but its success is predicated on the a5ility of NMYC to work with the
other agencies at all levels and provide support services they need to run their
own programs.

xxii. Within this frame there must be scope for other agencies (DTI, DSDW,
etc.) to experiment with and run their own programs of training. Indeed, the
NKYC chould and does encourage this in the same way that they are encouraging
the decentralization of planning. However, this should be done within a systems
framework that would help avoid duplication of effort and which encourages
sharing of assistance and experiences provided by the MNYC.

sxx. A program needs to be developed urgently to assess cost-effectiveness.
provide continuous assessment of existing training modes and to build-up
evaluation capacity in NKYC and in the training agencies themselves.

xxxi. Finally, a clear policy statement by the Council is required on the
financing of the training system. While the existing evidence points to
continuing and increasing support of Government for: (i) pre-service
preparation through the general education in DECS. generic basic training
through the system of NMYC centers and out-reach and support to NGOs;
(ii) updating of the core training needs to reflect new technologies and demand
for multi-skilled workers; and (iii) as a priority for the small infant firms
with no training capacity. Industry however as a matter of policy should be
prepared to bear the cost of specialized training for operatives and craftsmen
which could be achieved either through training - within - industry schemes or
supporting NMYC through fee payment for their servicc._. The training contract
and enterprise based schemes are capable of and deserving of expansion. Close
collaboration with industry and NGOs is vital, not least in cost-sharing,
incentives to industry for training development and for fostering the
grass-root flexibility of the NGOs. Close collaboration with BTVE in linking
the operative and craftsman trrining system to higher level technician and
technical training system and arith DTI, BNFE, and DSWD at more basic and rural
levels is vital.
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I. INTRODUCTION

objectives

1.1 The main objectives of this study are to identify and explore key
issues in vocational training and to suggest how these issues could be
addressed operationally. Inevitably, resources, time and coverage constraints
made choices necessary. New research (except for a small employers' survey
conducted by Bank staff during the field mission) could not be initiated and
the study was limited to available analytical work and data. World Bank
specialists collaborating with Government staff on the design of the study
agreed that the most pressing issues to be addressed were:

(a) the effectiveness and efficiency of the main training programs being
undertaken by NMYC, DECS and by NGOs:

(b) the appropriateness of training methods for developing operatives
and craftsmen;

(c) the appropriateness of approaches to meet the vocational training
needs of rural youth, adults, girls and women, and particularly the -

role of NGOs;

(d) resource allocations and possible ways of tapping new sources of
funding; and

(e) policy, planning, management and technical support issues and, in
particular, the role and effectiveness of NMYC as the lead
government agency charged with national responsibility for
developing vocational training.

The Audience and Scope

1.2 This study should help to meet the needs of three important groups.
First is the National Manpower and Youth Council (NMYC) which has a pivotal
mandate for government policy making on training and which includes
representatives from all major public and private agencies concerned with
training and employment, and its Secretariat which also provides support to
other agencies and manages 'line" training programs (Attachment II). Second
is the DePartment of Education Culture and Sports (DECS) which has been
examining issues and looking at ways to strengthen and expand learning through
a review of its national education policies and programs, including its role
in vocational training. Finally, but not least, are those managing modern
sector industry and rural development, which both underpin economic growth and
require continuing access to skilled human resources.

1.3 The study is *supply side' oriented and deals only tangentially with
employment issues. Employment data are sparse and of poor quality, and there
has been no employment study. Yet, it is the employment issue which in every
sense drives the supply of all types of labor. The issues, policies,
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strategies and programs for expanding employment are critical to determining
training needs. Such a study needs to be done. This study owing to data
limitations can come to no firm conclusion on the need for the expansion of
the training system for modern sector operatives and craftsmen; but, in spite
of hard economic data, draws a justification for expanding basic rural
training through public agencies and NGOs on social grounds.

1.4 The scope of the review has been limited to the need for training
for operatives and craftsmen for industry and for basic vocational skills
training, particularly for unemployed and underemployed youth and adults in
the poorest urban areas and, more generally, in the rural hinterland. The
focus was based on a consensus among those designing the study that these
training levels and areas were most in need of critical and urgent attention.
The review has focussed on the agencies providing these levels of training
concentrating on the lessons from Filiplno experience and where appropriate
suggesting where and how to assist in program expansion and quality
improvement. Generally, the analysis. of issues as has been mentioned. has
been hampered by inadequate or non-existent data for analysis.

1.5 Consistent with the boundaries set for the study [in the subsectoral
field of vocational training], no attempt has been made to review issues
relating to some key levels and important fields of vocational training.
Higher levels of vocational training have not been examined and the fields of
university and specialized tertiary levels of training and retraining remain
to be reviewed. A comprehensive examination of the training system cannot
ignore these areas, and indications are that such an additional review, with
an emphasis which combines science and technology, would be most valuable.

1.6 Horizontally, two key areas of training have not been covered.
These are agriculture and related disciplines, and management in general.
Both deserve attention and would complement the present review.

1.7 A field mission of about three weeks of World Bank specialists and
NMYC Secretariat staff was undertaken in February 1989, with a follow-up
shorter visit in June 1989. The Filipino team was led by Lorenzo Buhain, Jr.,
Director General, NHYC, and included J. Escartin, J. Lacson, V. Guillermo.
The World Bank team was led by R. Prosser (World Bank/UNESCO Cooperative
Program), C. Sinclair (Economist) R. Castley (Labor Economist), S. Lee
(Vocational Training Specialist), and G. Burt (Nonformal Training Specialist).

II. BACKGROUND

A. Socioeconomic Background

2.1 After many years of mismanagement, compounded by the 1980
international economic slump and oil price rise, the economy of the
Philippines is beginning to show signs of reviving as a result of the economic
policies pursued by the present Government. The focus of national economic
policies is on correcting the balance of payments and on promoting export-led
growth to finance imports for further development and to meet heavy
international debt obligations. Key economic data for the Philippines during
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1980-86, compared to that for other major developing countries of the Region
are given in Table 2.1 belows

Table 2.1: KEY ECONOMIC INDICATORS, BY COUNTRY

Growth of Growth of Population
Per Capita Agri- Industry Manu- GDP Per Growth
GDP culture factu- Capita Rate

(1980-86) (1980-86) ring 1986 2

Philippines -1.02 -2.02 -3.52 -1.7? 560 2.5?
Indonesia 3.4? -3.02 1.82 7.7Z 490 2.2X
Thailand 4.8? 2.9? -5.02 5.2? 810 2.02
Malaysia 4.8? 3.02 -6.02 5.82 1,830 2.72
Korea 8.2Z 5.62 10.22 9.82 2,370 1.42

Sources World Bank Atlas.

2.2 In 1987, the Government decided as part of its medium-term economic
adjustment program to focus on revitalization of the industrial/manufacturing
sector and to-give priority to promoting export-oriented industries. It also
decided on a policy of support to small-scale, rural-based firms to facilitate
balanced development and invigorate the rural economy. The Philippines has
old, established primary industries (coconut), light manufacturing (footwear,
garments, timber) and heavier industry (rubber, chemicals, cement). The
manufacturing export sector is dominated by electronics and garments. It is
anticipated that the implementation of export-promotion policies coupled with
the country's wage levels, which are now more competitive than those of many
other countries in the Region, will open up wider export opportunities to
labor intensive industries. This, however, must be balanced against dynamic
economic growth of the new 'dragons," Malaysia and Thailand and increasingly
Indonesia and China.

2.3 In the light of a rapidly changing international economic environ-
ment, Philippine int-ustry will have to adjust continuously. A successful
response to market changes will depend in part on the skill and flexibility
of its workforce. This has important implications for the country's labor
training system. A training strategy together with training programs must be
designed to permit programs to adjust easily to changing labor market needs.
Heavy investment in facilities and equipment must be made in the knowledge
that obsolescence occurs speedily with changing industrial technology.
Training of trainers must take serious account of retraining needs, and multi-
skill training would typically replace the mono-skill type.

2.4 Currently, light manufacturing, export industry is expanding (e.g.,
garments) and there is an apparent strong demand for well-trained operator-
level workers in the largely labor intensive industries and for craftsmen for
production, maintenance and supervisory work according to the mission's
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discussions with industrialists. Table 2.2 gives an indication of current
employment by economic sector.

Table 2.2: EMPLOYMENT BY ECONOMIC SECTOR. 1988
(000'8)

No. z

Agriculture 9,858 45.8
Mining & Quarrying 168 0.8
Manufacturing and Industry 2,255 10.5
Electricity, Gas & Water 94 0.4
Construction 836 3.9
Wholesale & Retail Trade 2,972 13.8
Transport, Storage and Coinmunication 1,052 4.9
Finance, Insurance E Real Estate 371 1.7
Coumunity, Social & Personal Services 3,884 18.1
Not adequately defined 13 0.1

Total 21,503 100.0

Source: Household Survey, 1988.

2.5 The overall unemployment situation remains serious. Between 1985
and 1988, the number of officially classified unemployed youth and adults grew
from 1.5 million to over two million, with rural unemployment growing by 55Z
compared to only 19X in urban areas during this period. The rate of
unemployment was highest among the younger age groups (202 for those 15-19
years old and 262 for those 20-24 years). Every year some 750,000 new
entrants join the labor force. Best estimates suggest there are now some two
million unemployed with a further three million youth and adults under-
employed. Agriculture remains the largest source of employment, with about
462 of the labor force (declining in recent years as a result of an almost
static GDP growth which was only about 0.52 in 1987/8). Manufacturing, with
about 102 of the employed labor force and services and marketing with about
32Z of employed labor, have been showing slight employment growth over the
past few years. Although manufacturing growth is too small to make a
significant impact on the overall employment problem, between 1987 and 1988 it
offered some 200,000 new jobs and employed the equivalent of nearly a third of
new entrants to the labor force. In the modern manufacturing subsector,
export-oriented industries continue to expand, particularly clothing
manufacture which is labor intensive (just under 40X of total subsectoral
employment), electronics and food processing.

2.6 Due to the lack of a study on employment, the data are non-existant
or are very unreliable. However, a recent effort of the NMYC and the
Department of Trade and Industry (DTI) to calculate needs for craftsmen and
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operatives to 1993 is summarized for illustrative purposes in Table 2.3. The
table is indicative, reflecting only the needs of larger industries, assuming
patterns based on previous years and not taking into account labor emigration
which is substantial, averaging half a million contract workers over the past
three years. The methodology provides a very weak basis for justifying any
expansion and further analytic work would be necessary before any support
could be given for an expansionary strategy. The table as developed by
government illustrates, however, that the gap between needs and output for
specialized craftsmen and general operatives (about 200,000 annually to 1993)
is large enough to justify some training capacity expan3ion. This has been
foreseen and government proposes that training places will be provided by NMYC
in its provincial training centers (PTCs), by Community Training Programs
(CTPs) and possibly by She DECs Bureau of Technical and Vocational Educations
(BTVE) technical/vo..tion (tech-voc) schools. This report can add nothing to
the discussion of expansion, but can, in later secelons, predicated on
government's intention to expand, indicate which of the current delivery
systems are most cost-effective.
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Table 2.3: DEMAND AND SUPPLY CAPACITY OF CRAFTSMEN AND OPERATIVES

Occupational Number Z Annual Rate Projected Annual Projected Present output
Level la Employed of Growth Rate of Growth annual noe. capacity

1987 1980-87 1988-93 needed (NMYC & BTVE)
(incremental) (Annual)

Craftsmen
(General) 480,000 4.6Z 6.2Z 33,000 30,000 lb

oraftsmen
(Specialized) 1.610,000 3.4Z 9.5S 182,000 47,000 /b

oeratives
(General) 950,000 4.11 5.12 50,000 10,000 /c

aperatives
(Specialized) 730,000 4.0 6.5Z 50,000 on-the-job

Source: Industry Development Plan, 1988, DTI.

ra Definitions: Craftsmen (general) - machine tool operators, fitters, auto mechanics,
plumbers, electricians, welders.
Craftsmen (specialized) - tanners, tailors, footwear producers,
furniture makers, jewelers, printers, potters.
Operatives (general) - plant/machine operators, e.g., trailer drivers,
heavy equipment operators.
Operatives (specialized) - miners, quarrymen, chemical workers, spin-
ners, weavers, food processors.

lb Shortfall expected to be met from new provincial training centers.

Ic Shortfall expected to be met from CTPs and possibly tech/voc schools.

2.7 The broad development strategy provided in the National Development
Plan 1987-92 properly emphasizes the need to address the rural employment
issue through a special effort to strengthen rural enterprise programs and
*non-formalm out-reach 1/ training to support income earning and livelihood

1i 'Non-formal* is a very general term and should not be interpreted as
signifying a group of homogeneous educational efforts (either
related to clientele, syllabi, methods or institutions). Its use
dates from the early 1970s when, for analytic purposes and out of a
realization that the traditional formal school appeared inadequate
to meet the needs of the Third World, other educational modes
conveniently termed nonformal (if organized) or informal (if
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skills needs. The Plan, however, places undue emphasis on training as a cure
for employment. Not uncommonly, training and particularly vocational training
are seen as a way of creating jobs, alleviating poverty and providing self-
employment opportunities. However, ways of reducing unemployment are part of
the economic issue, and training is but one of a variety of responses needed
to enhance modernization and development once the rural (or urban) economy
begins to grow. Nonetheless, the ease with which workers trained by DTI and
NHYC tends to confirm the opinion of industry and of the NGOs working in rural
areas that there are significant and growing skills gaps to be met at lower
and middle worker levels.

B. Current Training Approaches and Programs

2.8 This section sketches the organization, programs and output of the
main agencies that provide vocational training. An important characteristic
of the training system that can be flagged at the outset is the comparatively
low level involvement of private industry in training and conversely the high
profile role of the public sector. The conventional explanation for the lack
of industrial involvement by both industrialists and public sector training
managers is the 'weakness' of industry and its small-scale nature to enable it
to bear the financing and management of training. There are trends toward
cost-sharing programs between the public and private sectors and these are
described later. The general issue is also taken up in a later part of the
review. It is one of the basic tenets that the national training strategy
should provide that ultimately, and sooner rather than later, training costs
to the extent possible, should be borne by the immediate beneficiaries.

2.9 In the public sector, the NMYC is the main agency charged with
managing national vocational training, supporting its quality and development,
and organizing training programs. The NMYC training program is the largest of
all programs with an annual output of more than double all others together.
DECS is another important provider of training through its Bureau of Technical
and Vocational Education (BTVE) and Bureau of Non-formal Education (BNFE).
The BNFE focusses on basic education and training from literacy to simple
livelihood skills. In addition, DTI has a small program of basic craft
training focussing on folk handicrafts, while the Department of Social Welfare
(DSID) focusses on the most deprived slum and poorest rural areas and provides
non-formal basic education integrated into programs for basic iivelihood
skills development. In the private sector, the NGOs provide important, and
usually free education and training programs throughout the country typically
of the non-formal basic type. Private, fee paying, and 'for profit' training
is undertaken by small technical schools and private universities. In-

unorganized) were seen as necessary to help bear the educational
burden. In the case of nonformal education. there was a particular
interest in programs that were thought to be less costly and able to
replace the school. In this chapter, the definition first
elaborated in the Coombs study of 1973 is used: 'any organized
education activity outside the established formal system--whether
operating se?arately or as an important part of some broader
activity--th.,t is intended to serve identifiable learning clienteles
and learning objectives" (New Paths to Learning, UNICEF/ICED, 1973).
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service programs provided directly by private industry are rare and typically
limited to the multi-national companies. The current training capacity of the
major providers is indicated in Table 2.4t

Table 2.4' ESTIMATED ENROLLMENTS AND OUTPUT OF VOCATIONAL
TRAINING INSTITUTIONS, 1986 AND 1987

1986 1987
Output Output

Enrollment per Annum Enrollment per Annum

Mac

UNTCs n.a. 10,300 10,300

CTCs n.a. 1,800 -

30,000
CTP (Outreach) n.a. 32,000 j
PTCs n.a. 6,000 6,000

TCS 20,600 20,600 22,100 22,000

lBs n.a. 2,900 2,900

Eatrepreneur Program - (491) (491)

Total 75,100 74,209

ENE (DECs)
Post-Sec. Tech. /a
Voc. Schools 30,200 10,000 35,000 12.000

PrEvate
Post-Sec. Tech. /a 48,000 20,000 50,000 21,000
Schools

GRAND TOTAL n.a. n.a. 160,000 107,000

ta About 50Z of tech/voc school places are in two-year courses. It is assumed that
all places are for pure tech/voc courses, but this may not be accurate as
graduates do not necessarily directly enter the labor market but may continue with
tertiary training or education.

Sburce: Mission estimates based on NMYC and DECS data.



#50-22(2) SRO44VOC.SEC JP(4)tMSG(2)tBWC(2)tDB(2): 01-24-90

-9-

National Manpower and Youth Council

2.10 Mandate and Organization. In 1966, the Government created a
Manpower Development Council to integrate various skills training activities
in the Philippines under one body. From this beginning, the NMYC developed,
with important statutory powers consolidated in an Act of Congress in 1969.
The powers and functions of the Council were further enhanced by the
promulgation of a Labor Code in 1974. The prime purposes of the Council under
the Act and Labor Code are to: (a) recommend on the development of national
training policies, strategies and programs to meet manpower needs; (b) provide
'staff" support to agencies executing training programs through technical
advice and assistance to improve training planning, management, quality,
efficiency and relevance and initiate research and development, and
(c) undertake training programs.

2.11 The NMXC is headed by a Council consisting of senior representatives
from all training bodies in the country. These include both government bodies
dealing with human resources and private sector representatives from labor,
management and industry, and youth welfare organizations. The Council is
currently chaired by the Secretary of Labor and Employment (DOLE), with the
Secretary of DECS as Vice Chairman. Other government officials on the Council
include: the Secretaries of Trade and Industry, Food and Agriculture,
Environment and Natural Resources, Social Welfare and Development, Secretary
of Science and Technology, Local Government, the Director General of the
Nationa!. Economic and Development Authority (NEDA) and the Chairman of the
Civil Service Commission. From the private sector are two representatives
from labor, two from management and industry, one for youth welfare and one
for family organizations (See Attachment 2A). The Council membership was
established some years ago and may not now be entirely appropriate. There is
a case for reviewing the membership and increasing the representation from
industry and NGOs. At present, the Council has four major standing committees
covering major training areas: industry, agriculture, services and non-
formal education. Each has functions for policy formulation and planning.
These are shown in Organigram One at the end of the report.

2.12 The Council is provided with a full-time Secretariat headed by a
Director General assisted by a Deputy Director General. The organization of
the Secretariat is illustrated In Organigram Two at the end of the report.
The Secretariat has developed a strong public image and 'everyday" reference
to NMYC usually indicates the Secretariat rather than the Council. Indeed,
since its inception, the Council per se appears to have been very much a tool
of its Secretariat. That, combined with the NHYC's strong "line" training
activities has at times led to its appearing as a self-serving organization,
militating against its smooth functioning in the role of a coordinator.

2.13 The NMYC organization is overly complex and not entirely in harmony
with its functions. The Deputy Director General, was recently given
responsibility for the line functions. Four Executive Directors head key
Departmentst the Manpower Planning Office (MPO), the Industry Manpower Office
(IMO), the National Institute for Skills Development (NISD), and the National
Skills Training Center (NSTC). The functions of these offices are summarized
below and discussed further in Attachment 2.
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2.14 The MPO has both line and staff functions and embraces three
divisions; Planning, Rural Manpower Development, and Evaluation and Research.
The MPO is intended to provide policy direction to the Council, including the
mapping out of strategies for the preparation, utilization and conservation of
the country's human resources. It should also provide consultative technical
and advisory services on planning to the regional offices of NKYC, but to date
has had limited capacity do so. The MPO is currently, inadequately staffed
and managed. Though attention is being paid to its strengthening, there is
far to go.

2.15 The NISD consists of divisions for Skills Standards Development,
Training Technology, Trainers' Development, and Vocational Guidance. It is
responsible to provide policy recommendations on trainers' training, skill
standards development and certification, curriculum/training materials
development, vocational guidance, and management and development of staff
training. The NISD is one of the strongest of NMYC's offices, and its work is
reflected in the comparative strength of the NMXC training programs. It is
not clear that it impacts strongly on other agencies.

2.16 The 1M0 provides line support through an Industry Services Division
and a Training Incentives Division. It is expected to recommend policy
directions and oversee the implementation of industry-related manpower activi-
ties. Primarily, it seeks to maximize private sector participation in man-
power development and conducts research on industry manpower trends.

2.17 The NSTC 2/ has divisions for training, new skills development and
operations and includes what are essentially the line functions of a regional
training center. It is intended to recommend policies on the establishment,
administration and management of national manpower sktlls training programs
and projects, including those undertaken through foreign financial and
technical assistance.

2.18 At the regional level, NMYC has 14 regional offices (RMDOs), each
headed by a Regional Director who reports to the Director General. The
Regionai Directors are virtually autonomous and responsible to plan and
implement manpower development plans for their respective regions. They
conduct training programs at the Regional Manpower Training Center (RMTCs)
independently or in collaboration with local government, other national
government agencies, private companies and NGOs. At the provincial level, six
experimental provincial manpower training centers (PTCs) are being established
together with 75 local community training centers (CTCs). The 16 RMTCs run
courses of six months or less for operators and craftsmen in traditional
skills such as mechanics, construction, and electronics, and are housed in
well-equipped permanent structures. Three RMTCs have important functions in
trainer training and trainer upgrading. The experimental PTCs run similar
courses, but with an emphasis on addressing local industry needs. The CTCs
are established in conjunction with implementation of the Community Training

2/ The national training center has a similar training program but also
offers advanced skills upgrading and experimental training in new trades.
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Program (CTP), a particularly important new local, grass-roots training
initiative which is described in paras. 2.21-2.30.

2.19 Current NMYC Programs and Initiatives. In 1986, after the political
revolution, new priorities were established by the Government to improve the
economy, alleviate poverty, and generate more employment. In particular,
government policies measures are being adopted to promote the growth of more
small-scale, labor-intensive businesses such as those in the garment industry
with a concentration on the rural areas as opposed to investments in urban-
oriented, capital-intensive, and large-scale industries. These policies are
providing the framework for NMYC programs.

2.20 The NHYC, transferred in 1986 from the President's Office to the
Department of Labor, is benefitting from recent efforts to improve its
effectiveness and efficiency. Under a new Director General, the Council's
awareness of training issues is being heightened, the frequency of meetings
has increased from one to at least four a year, and a more significant
business agenda is being tabled and shared with Council members. To support
the policy focus on industrial expansion and productivity improvement, the
NMYC has oriented training efforts toward skills upgrading and in-plant
training. Training-within-industry has been greatly enhanced through an
expanded training contract scheme which grants subsidies to accredited -

workers' development programs. Livelihood skills training has been expanded
to rural workers through the development of the CTP and establishment of
community training centers. NKYC is now implementing a five-year plan (1988-
1992) which emphasizes industrial training and livelihood skills and values
education.3/ In addition, important new thrusts include: (a) introduction of
entrepreneurship training; (b) improving quality of RTC training through
transferring budgetary support from the NKYC central office to the regions;
(c) increasing consultation with industry; and (d) intensifying dialogue with
other training agencies.

2.21 The Community Training Program. NHYC developed the concept of the
CTP to complement and build on the work of RMTCs and PTCs by increasing the
access of rural youth and adults to basic vocational training at village
level. Although CTP training is being provided directly by NMYC initially,
the longer-term aim is to encourage local village and local area organizations
to build up their own training capabilities and thus help meet local training
needs more effectively. Evidence in areas where the CTP has been established
indicates that the approach is developing successfully; in some cases,
physical centers have been established by local communities, but this is not
an essential feature of the program.

31 'Values Education' is a government policy officially sanctioned in DECS
Memorandum No. 99, s. 1986. Values development has been integrated into
non-formal education programs/projects to promote desirable values such
as love of country, faith in God, honesty, freedom, self-worth/self-
esteem, social justice, conservation, responsibli parenthood, loyalty,
unity, hope and creativity.
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2.22 The CTP is intended to provide a flexible response to rural, local
training needs. In particular, the program is intended to be mobile, with no
permanent physical structure (buildings are provided by other organizations
and are mainly used for other purposes). Training courses do not need to run
continuously, but can be part-time and once the training needs of a locality
have been satisfied, courses cease.

2.23 The program attempts to fill gaps that exist in grass-roots train-
ing, as there are thousands of communities lacking these opportunities (some
1,500 municipalities alone, each composed of many barangays and the smaller
sitios 4/ most of which have no training effort, the present NMYC target of
establishing 75 CTP operational centers must be regarded as only an initial
token.

2.24 The program attempts to maximize investment in training by ensuring
that existing companies in the local community are able to absorb graduates;
this goal is facilitated locally by Provincial Manpower Development Officers
(PMDOs), based in the Regional offices, who estimate needs and liaise with
local employees. However, much of the training provided is equally relevant
for self-employment, and some training courses have no application for
existing companies (for example, machine sewing in an area where the only
employer is a heavy industry) but are important for livelihood improvement.

2.25 NMYC's strategy in setting up the CTP is that it should have an
enabling* role, but would have no long-term management commitment. To this

end, it will establish a CTP only if there is a local commitment to provide
funding and other support (a fundamental requirement, for instance, is that
premises are supplied by a local agency). In order to promote CTPs and at the
same time minimize NMYC's long-term commitment, funding from NMYC is on a
declining basis, as followss

Year of Operation NMYC Funding Local Funding
(for each CTP)

1st 802 202
2nd 602 402
3rd 251 752

Z.Z6 Usually, local funding comes from the municipality or other local
government authority; no po'icy has yet been decided about funding after the
third year, but NMYC expects to continue the contributions as for the third
year. NMYC Guidelines for course costs are P 12,000 (US$571) for livelihood
courses and about P 16,500 (US$785) for basic industrial skills courses.

2.27 NMYC's operational strategy is explicit about the need for CTCs to
be set up with appropriate and adequate tools and equipment before training
courses are promoted. Inability to supply these inputs has severely limited

4/ Village.
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the type of courses offered as well as their number and frequency. With
commendable local flexibility, some equipment has been rented to allow courses
to proceed, but typically with a consequent strain on an already limited
budget. Delays also occur in the delivery of training materials due to NMYC's
cumbersome system of ordering, purchasing, and accounting; some courses had
been in progress for up to three weeks before training materials have been
delivered. A further inefficiency arises because materials such as bamboo and
rattan are usually purchased by the Regional Office and transported to the
CTC, although prices may be lower at the local level, causing undue delays and
expense. Such problems are more severe in the island provinces due to their
particular transport difficulties and because most do not have a Provincial
Manpower Development Officer who might expedite supply.

2.28 The delays in funding and the provision of equipment and materials
not only delay training but also decrease staff enthusiasm for the Program.
The personnel on whom the CTP system relies for local course provision--both
administrators and trainers--become frustrated and lose the motivation
necessary to operate such a flexible program. This applies especially to
field personnel, for whom the CTP represents an additional element in their
workload and who consequently view the CTPs as taking up a disproportionate
amount of time.

2.29 Buildings for CTP activities are modest and limited for space (this
is beyond the control of NKYC, as the buildings are provided locally, mainly
by municipal governments). The average CTC physically accommodates only two
classes of 25 trainees each at a time. This implies & maximum capacity at any
one time nationally of 3,750 places (75 CTCs x 50 places).

2.30 The CTP accounted for nearly three quarters of NMYC's total training
output in 1987. New training programs have been developed for emerging skills
and for the special training needs of specific industry sectors such as
garments. In spite of the difficulties noted here and known to the NMYC, the
CT?P is proving a very successful model.

2.31 Special NMYC Programs. Besides the 'center, based training
programs, NMYC organizes and administers important training support programs
which link directly with industry. These are the Training Contract Scheme
(TCS) and the Industry Boards (IB).

2.32 Under the training contract scheme financial incentives are provided
to industry to foster training. NMYC reimburses a firm undertaking its own
training or a training institution undertaking training for a specific firm, a
proportion of tuition fees, allowances and stipends for each trainee provided
the trainee passes the relevant skill test. The proportion of NMYC financial
support began at 702 of the per trainee training cost and has now declined to
50?, reflecting the willingness of industry to bear a greater proportion of
the cost. In time, the proportion provided by NMYC may be further decreased.
The TCS produces just over 20,000 (17?) of NMYC trained personnel (1987).
Details of TCS enrollment growth are given in Attachment 2D.
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2.33 The Industry Board Scheme 5/ was designed to assist in manpower
development schemes and related activities such as trade and skill standards.
Once fully operational, an Industry Board is expected to assume tile relevant
training activities of NHYC and ensure an adequate supply of trained workers
at all levels of employment within its own industry grouping. lBs are also
involved with trade standards and testing and placement assistance. The I8
scheme, however, has never really taken root and caters annually for only some
3,000 trainees (1987). A key problem is the national approach taken by NHYC
in administering the scheme, which does not take sufficiently into account the
district-specific nature of industrial location and labor needs. The IBs have
also become dependent on NMYC for staff suppn-t and funding for training. The
best IB training program to date is that for garment manufacturing. This
program is decentralized, thus overcoming the general IB weakness of
insensitivity to local manpower needs. The program is run in association with
the Department of Trade and Industry and involves the training of some 13,000
skilled sewers and machine operators, with about half being trained in NMYC
RTCs. There is also a special trainers' training program. Garment
manufacturing is a particularly important industry in the Philippines, with
export receipts having grown from P 556 million (1983) to P 1.3 billion
(1987). It provides employment for some 400,000 workers through around 30,000
small subcontracting firms, many in rural locations. In spite of the success
of the garment industry IX, further study is needed of the potential in the
Philippines for strengthening the IB system and of the system's overall
viability as a vocational training instrument.

Department of Education, Culture and Sports

2.34 The DECS now produces about 122 of all vocational graduates for the
operative and craftsmen market segment, but has the oldest government program
for vocational training. This is implemented through a typical Bureau of
Technical and Vocational Education (BTVE) rooted in a, now defunct, 4-grade
secondary level, technical school program paralleling the secondary general
program and producing graduates for university science and engineering post-
secondary and tertiary level courses. Drop-outs and some graduates from the
courses sought direct entry to the labor market at artisan level. In 1983,
following a major secondary level curriculum reform, the four year secondary
technical course was phased out and was replaced by more post-secondary, one-
and two-year courses in trade skills for operatives and craftsmen (mechanical,
civil, electrical, engineering, construction, refrigeration technology) w1th a
general education content. Some graduates continue to higher studies, others
enter the labor market. At the same time, the general secondary curriculum
became 'comprehensive' and included pre-vocational skills training as part of
the new general education program. In 1986; a new post-secondary, three-year
course for technician training was introduced into 21 tech-voc schools
converted and refurbished as Technical Education Institutes (TEls).

2.35 Last year (1988) a survey was taken of all tech-voc schools with a
view to assess their capability of providing quality courses. Of 330, a third

S/ Industries include automobile production, transportation, power,
construction, hotels, and garment manufacturing.
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were judged inadequate and were given a year to meet BTVE standards; 220 were
assessed as capable of providing quality one- and two-year courses, but of
these, not more than 40 had the potential of providing three-year courses.
All schools, however, remain poorly equipped and staffed. A ratio of over 30
students to each instructor has been the norm, although in 1989, due to a
reduction in the number of schools and the transfer of technical teachers, the
ratio has improved to 20X1. According to industry employers the schools do
not serve the labor market adequately though total enrollment reaches some
30,000 in the one-and two-year courses. Graduates from the schools, indeed,
find difficulty in getting employment and frequently take further training at
NMYC centers to facilitate employment. There is also an overlap in training
provided by NMYC and BTVE.

2.36 Some of these deficiencies would be addressed under a proposed
policy to change the DECS tech-voc schools program gradually, upgrading the
best institutions into TEIs and to convert the remainder into general
secondary schools or focal technical schools to service the pre-vocational
element in nearby general secondary schools under the new vocationalizing
curriculum. Some schools could, where appropriate in location and design,
become PTCs, and there is scope for a joint training arrangement, with NMYC
staff (increased as necessary) to undertake the practical training and BTVE
the theoretical, capitalizing on the strengths of each system. The
development of Technical Education Institutes and four regional centers for
staff development has been supported by the Asian Development Bank with
promise of further support from Australian aid. The new TEIs will produce
their first graduates this year, whose employment appears assured in view of
employer interest already expressed.

2.37 DECS also has responsibility for coordinating and implementing basic
vocational training through its Bureau of Non-formal Education (BNFE) which
expects to train some 480,000 (1987) out-of-school youths and adults in
tailor-made, grass-roots programs of lengths varying from a few days to a few
weeks. These are based in local buildings, including DECS schools, as
available on an out-reach basis. The programs typically include literacy,
family life, and health and have a livelihood skills focus with a potential
for self-employment. Courses include garment making, auto maintenance and
electronics (see Chapter 3 and Chapter 5 of the Philippines Education Sector
Study, December 1988) and, as they generally respond to a local felt, need are
both relevant and usually successful. About three quarters of the clientele
of these courses are women and girls. While there is a potential overlap
between these courses and the CTP and DSWD programs, cooperation among the
agencies has avoided this problem thus far.

2.38 The Department of Social Welfare (DSWD) provides basic livelihood
skills training in the poorest areas, typically through short courses in
borrowed facilities and in cooperation with NGOs. DSWD claims to reach over
250,000 youths and adults annually. The programs are locally initiated and
difficult to assess, though anecdotal evidence suggests that they work well in
response to the local needs of the most deprived. The programs are run by
Self-employment Assistance Workers employed by DSWD.
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Other Government Programs

2.39 The DOLE has responsibility for apprenticeshin development which,
however. has had a very checkered history. In the early 1980s this became a
source of low-cost labor for employers rather than, as intended, a skills
development program for young workers. While the DOLE apprenticeship program
was therefore allowed to run down, over the past few months, it has been given
a fresh impetus with the issue of a new government order describing the
general policy and guidelines for the implementation of a new apprenticeship
program. It remains to be seen how well the new structure will be
implemented, as detailed planning for its implementation is in its infancy and
as yet DOLE has neither staffing nor resources for program development.

Private Schools for Profit

2.40 The BTVE also has nominal oversight for a variety of private.
profit-making, technical schools and colleges. These cover a multitude of
institutions that vary from small, typing schools to a few well-established
technical schools, typically run on a fee-paying, cost-covering basis by
private universities. They also include private secondary general schools
with vocational courses. BTVE estimates that overall enrollment in these
schools totals some 50,000 students annually,but this figure should be treated
with great caution. There is no breakdown into type of vocational graduates
being produced. BTVE is able to exert no quality control over the schools.
and no data are available on the number of institutions, length of courses,
number of places for each specialty or training level. As might be expected,
the private schools concentrate on the less capital intensive training
(typing, etc.). Private schools are typically very poorly equipped and their
graduates are of poor quality. Graduates of the private universities that
support technical schools which are typically of a high standard, are
primarily aspirants for university entrance after a usual post-secondary, two-
year training course.

Non-Governmental Organizations

2.41 NGOs are important organizers, providers and financiers of grass-
roots, basic rural vocational skills training. typically as part of a program
of family life or livelihood education. The Philippines has nourished a large
number of national NGOs working at the grass roots and small local voluntary
organizations that serve the needs of the local milieu. There is, however, no
umbrella organization--or organizations--and it is not possible to monitor or
to determine the volume of training--or other services being provided. An
exception is the Churches, but even here centralized information is limited.

2.42 It will be for the NGOs to decide whether and, if so, how to create
a few coordinating NGO bodies. Such bodies, however, could assist in
channelling external aid to the NGOs aid. From field visits to a few NGOs,
the high quality of training was sufficiently well evidenced to justify the
recommendation that some kind of mechanism should be instituted so that the
public sector can assist NGOs with their training work or vice versa without
impinging on the independence of the NGOs or creating a feeling of dependency.
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2.43 To illustrate the scope and high quality of training by NGOs, two
examples can be cited. The first is an interesting, if not typical, large
successful NGO that works with other NG0s and governmentt the Philippines
Business for Social Progress (PBSP). The second, is a smaller, more typical
local NGO, the Camarin Association.

2.44 PBSP is a national NGO, providing, inter alia, training and training
funding throughout the Philippines. It was set up in 1970 and is now funded
by some 120 private sector companies, each of which is committed to setting
aside 1 of each year's net profits before taxes for social development.
About 202 of this is given to PBSP. PSBP has annual income and expenditure or
around P 57 million (US$2.7 million). However, only P 1.65 million
(US$78,000) are used for operating expenses; the remainder goes to programs.
It is thus a very efficient provider of services to the 485 local development
projects it supports.

2.45 Besides funding local projects, the PBSP ensures the adequacy of
training. It provides some training directly, using its own staff for
training in technical, vocational and management skills. More importantly, it
uses the expertise of its on staff as a multiplier, by running extensive
training of trainers' courses for other NGOs and for representatives from
local communities who will be trainers within these communities. Some PBSP
training is funded by a grant from NMYC. In addition, PBSP sometimes uses
other local NGOs to deliver some of its training. For example, in Baquio
City, the Institute for Small Scale Industries Foundation Inc. (the extension
department of St. Louis University) provides training on behalf of PBSP.

2.46 PBSP is also developing a network of support by encouraging its
sponsoring companies to become involved in local projects by providing
training, using the expertise of the staff of these companies; currently 28
local projects are benefiting from this Hembership Involvement Program.

2.47 PBSP cooperates with government departments and overseas aid
agencies, who often use this NGO and others as efficient vehicles for ac-
curately targeting their funding.

2.48 The Camarin Livelihood and Community Development Association
(CLACDA) is a small, locally-based NG0, providing local responses to local
training needs. Camarin Barrio is a depressed semi-rural community with a
total land area of 150 hectares, in which some 3,250 families reside, with an
average household size of six. The majority of the heads of households are
seasonally employed as factory and construc.tion laborers, earning a monthly
income of P 500 to P 1,000 (US$25 to US$50).

2.49 CLACDA began after the formation of the Camarin Livelihood and
Community Development Program, an initiative of local people, with the help of
the Sub-Parish Council and Our Lady of Lourdes Church. (Interestingly,
training and other assistance was requested and providers from PBSP.) The
program began by establishing two units, one is the Basic Commodity Center
(BCC) which purchases commodities wholesale and distributes them to the small
stores within Camarin, and the other is a Credit Assistance Group (CAG) which
evaluates, administers, and monitors loans to individuals and collectives.
These have now been incorporated as the Camarin Livelihood and Community
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Development Association (CLACDA Inc.) and is registered with the Security and
Exchange Commission (SEC). Besides the management of BCC and CAG, CLACDA has
responsibility for overall technical and business training within the
community and has set up four area-based community groups to undertake
promotional work and the screening and monitoring of loan recipients.

2.50 Though the beneficiaries of the training and assistance program are
men and women in almost equal numbers, the management committees are
overwhelmingly women. The cooperative and collective nature of community-
based initiatives encourages women to participate more fully than in
traditional hierarchical structures (in CLACDA, the company officers, such as
Secretary and Chairman, are women), while the local basis allows them to
combine family duties with coumunity service.

2.51 The main CLACDA training program started in 1986 as part of the
Camarin Livelihood and Community Development Program. The Program is now
largely self-sustaining and self-managing, providing technical and business
training for individual entrepreneurs, coupled with small but effective
grants, and training in organizing skills for the community. The training
program includes: small business management, basic community organizing,
personal effectiveness, food processing, photography, leadership skills,
personal effectiveness, group decision making, an integrated livelihood
program, practical swine raising and value formation.

2.52 Beside the organized courses, trainers have constant (if part-time)
contact with beneficiaries and the community organization, giving guidance and
advice in the form of continuous development training, Much of this training
has been given by employees of a PBSP-sponsoring company.

2.53 Sycip, Gorres, Velayo & Co. (SGV) is one of the PBSP's funding
sponsors. A member of the Arthur Young McLeland Moores international
accountancy group, it has been donating staff time to the Camarin project
since its inception; currently, two financial and management specialists spend
10? of their working time and some free time training the CLACDA members. SGV
also employs a Development Worker, funded jointly by SGB and PBSP, who works
full-time on the Camarin Project. The professionals from SGV originally found
difficulty in communicating effectively with the CLACDA members as they come
from different backgrounds and have radically different perspectives and
knowledge levels. PBSP provided training for the SGV professionals in the
appropriate approach to this type of training, which has enabled them to be
more effective as technical trainers. The CLACDA operation is illustrated in
Organigram 3 at the end of the report.

2.54 So far, the CLACDA training project has created 80 jobs in various
enterprises including: Vending, Pigery, Poultry, Furniture Making, Iron
Works, Sari-Sari Store, Rug Making, Watch Repair, Food Processing, Motor
Repair Shop, Herbal and Tire Recycling.

2.55 The budget for the project in the current year is P 83,500
(US$3,900); this amount is sufficient for the present capabilities of CLACDA
and funding has not yet been a limiting factor in the rate of development.
However, Camarin has been fortunate in being selected for assistance (albeit
on its own initiative) and other communities may find more difficulty in
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securing funding. CLACDA itself will require increased funding if its
activities are to expand, and its training in community organizing skills will
be tested by its need to secure finance once the PBSP/SGV support ends. It is
seen as essential by PBSP/SGV and CLACDA that funding assistance be made
available to beneficiaries in order to maximize the investment in their
training. Those in the training courses are expected to generate at least
P 50 (US$2.5) additional income per month from a P 1,000 (US$47) loan; loans
range for P 1,000 (US$47) to P 3,000 (US$140). The effectiveness of the
training is demonstrated by an 80Z success rate in repayment of loans. This
must be remarkable in such a poor community.

Training for Women

2.56 All training programs are open to women and girls. However, unless
training is held at times when women do not have domestic and family duties,
or unless facilities are provided for child-care, women are effectively
prevented from taking courses even though the enrollment policy may be
ostensibly open. In the rural areas, women undertake not only housework and
childrearing, but often also the work of food production or other income-
generating activities; though values training is attempting to change the
roles of women and men, it will be a long time before this burden is removed.
NGOs are active in women's training but data are difficilt to gather. The
CLACDA example described earlier is a good example of typical NGO assistance
in training.

2.57 The BNFE makes a special effort in their livelihood skills program
to attract women and has successfully organized traditional courses especially
for them. Training subjects are usually *traditional," that is industrial/
technical subjects are oriented towards men and domestic-type subjects (e.g.,
food preserving) are targeted, even if tacitly, toward women; this division
mirrors the employment position, but unless women receive, or are encouraged
to receive, training outside their normal subjects, the position will not
change.

2.58 The BN?E Livelihood Skills Development Program has a large enough
number of trainees (484,317 in 1987) to measure the effectiveness of their
training for women. The enrollment and graduation ratios, and the drop-out
and failure rates for men and women are shown below:
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Table 2.5: BNFE LIVELIHOOD SKILLS TRAINING COURSES, 1987

Enrollment Ratios OSY /a Adult

Male 39.82 35.4Z
Female 60.2Z 64.62

Graduation Ratios OSY A it

Male 44.6Z 39.7?
Female 55.42 60.3Z

Dropout/Failure Ratios OSY Adult

Male 19.42 24.42
Female 33.82 37.12

/a OSY - Out of school youth.

2.59 Women, whether young people or adults, enroll and graduate in sig-
nificantly greater numbers than men. More interestingly in relation to the
effectiveness of the training for women, they have a much higher dropout/
failure rate than men (over 502 higher).

2.60 The NMYC has also been active in promoting training for women.
NMYC in 1980 launched an experimental project in training for women in non-
traditional skills. Girls and women were trained in male-dominated courses
such as welding, refrigeration and air-conditioning, building, wiring,
electricity, home appliance servicing and others. An evaluation of the
experiment showed that women willingly join industrial trades because of
pressing economic needs. Employers are equally willing to absorb women
workers into non-traditional occupations because of their high performance
level, reliability and dedication. Manpower development officials including
planners and instructors have also reacted positively to the NMYC experiment.
To date, a few government agencies have tried to redirect some of their
training programs for women into areas that are traditionally considered for
males only.

2.61 Building on the NMYC experiment, a three-year project launched in
1988 is being implemented with support from the ILO and the Netherlands Aid
agency. The project is designed to train more females, side-by-side with
males. The areas of training include: electrician services, automotive
trades, welding, furniture and cabinet making, refrigeration and air-con-
ditioning, repair and maintenance of office equipment, plumbing, masonry and
carpentry. Training is also given in entrepreneurship and self-employment.
The choice of training areas is based on periodic studies conducted by NYMC's
Regional Manpower Training Centers to determine area skills requirements and
training priorities. Training will be conducted in RMTCs, PTCs and CT-Is, and
will also be industry-based.
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2.62 To help the trainees' internalize their emergent roles in the world
of men's work, one of the project components is the training of women
trainers. These trained women trainers will instruct both males and females.
Other actions being taken to change occupational attitudes are information and
motivational campaigns, career guidance and counselling, and development of
necessary materials for these activities.

2.63 The project aims to mobilize multisectoral support to help ensure
the achievement of its objectives. The organizations include both government
and NGOs such as the National Coumission of Women (NCW), DECs, DSWD, the Trade
Union Congress of the Philippines (TUCP), the Employers' Confederation of the
Philippines, and the Public Information Agency.

2.64 In addition to this project, the CTP is being developed by NMYC for
women's training. The enrollment at CTP courses (for example, an electronics
course in Antipolo) showed a roughly equal balance between men and women, but
the test will be whether the women trainees obtain a relevant job at the end
of their training. NKYC has built in a mechanism to its training programs to
trace the subsequent career of its trainees, but as yet no data are available.

III. CRITICAL ISSUES AND STRATEGIES

3.1 The review of training for operatives and craftsmen indicated issues
clustered around the following five areas: (a) how to meet most effectively
industrial sector manpower requirements and the need for training in rural
areas; (b) the relevance and quality of industrial and rural training;
(c) efficiency and financial issues; (d) planning issues; and (e) policy and
institutional issues.

A. Meeting Manpower Needs

3.2 This report cannot recommend an expansion of the training of
operatives and craftsmen for the modern industrial sector as no recent
national employment survey or complete subsectoral employment needs
assessments have been made. Although a small industry survey undertaken by
the mission and the ease with which NHYC trainees gain employment are
indicative of a case for increasing the supply of operatives and craftsmen
this evidence is insufficient of itself. A recent government estimate shows
an annual net shortfall of about 265,000 workers (Table 2.3) and on this basis
government may encourage expansion. If this is the case, the issue is by
which institutions. The overall output of more formalized training by the
public sector to meet industrial needs at-operative and craftsmen levels
ranges from about 60,000 to 80,000 a year (assuming about 80Z of all graduates
from the BTVE technical/vocational and private schools go on to higher or
other training institutions). This compares with the 750,000 new entrants to
the labor force.

3.3 Small-scale industry is currently in no position to undertake its
own training. There are also institutional, economic and social reasons why,
in the short to medium term, any national training strategy must be built on
the public sector. Among the key economic reasons is the general inability of
industry to bear the cost of training when the industries are small and still
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at an Oinfant" stage. Institutionally, industry has not been persuaded or
assisted adequately to build up its own training capability and is therefore
ill-equipped to do so. Socially, there remains a gap of about at least two
years between the age when children complete four-year secondary school
courses and the legal working age. While this is being partially filled by
state organized training, there remains a need to assist the poorest urban and
rural youth and adults through training and follow-up assistance to self-
employment and to respond to the serious claim of women to state training and
job placement assistance where traditional attitudes mitigate against women's
employment. There is no doubt, however, that any training strategy should
seek as quickly as possible, though not at the expense of quality or social
deprivation, to shift the core burden of training from the public to the
private sector through an incentive system. A contribution to such a system
are the NMYC efforts to build up training capacity in the private sector,
including the tax-incentive scheme, training contract scheme and the
revitalization of DOLE of the apprenticeship support scheme. It is also
necessary to remove disincentives. For instance, after six months of full-
time employment, employers are obligated to provide 'social security" benefits
to employees which has led to the malpractice of dismissing workers within the
six month period to avoid the additional costs. There is a strong case for
moving further and more quickly in developing these and other measures.

3.4 Programs Capable of Expansion. The evidence is strong that the NMYC
line programs offer the most effective vehicles for expanding industrial
training development particularly through the PTC, CTP and out-reach programs
(Section B).

3.5 The first priority, however, is to improve the existing NMYC PTC
programs through a stronger provincial network of training centers, together
with links with local industry and based on meeting identified local manpower
training demand. PTCs provide a more local and *closer to industry" focus for
strengthening IB developments and the TCS. both of which are worthy of
considerable additional support and expansion. The PTCs should also be given
responsibility for helping to back-stop the newly reorganized system of DOLE's
apprenticeship training and to enable the increase of relevancy of skills
being taught, particularly through multi-skill developments.

3.6 The role of BTVE in the training of industrial craftsmen and opera-
tives should be reassessed. While there is a clear case for BTVE development
of technician training and above, no such evidence exists at the lower levels
of manpower training. BTVE's problems relate to relevance (paras. 3.14 and
3.16) efficiency of delivery (paras. 3.19, 3.25 and 3.41) and finance (paras.
3.26, 3.38). :;otwithstanding recent efforts to improve BTVE, its one- and
two-year courses are doubtful vehicles for new investment and, except where
local political constraints delay the termination of this type of training,
there should be a timely decline of public funding for such programs.

3.7 Rural Training. Expansion of vocational training in rural areas
aimed at wage employment and self-employment would be best carried out through
CTP, BNFE basic, non-formal training, and programs organized by NGOs in the
private sector.

i.
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3.8 Grass-root training, however, needs to be further diversified.
Although 46 different subjects covering basic industrial training, cottage
skills training, and livelihood skills training have been approved or are in
preparation, in practice, each local community typically offers only three or
four traditional courses. At the same time, additional trainers and materials
would be needed for diversification, which is beyond the existing capacity of
local community resources (and of NKYC Regional Offices, as the PMDOs and the
RTOs are already over-stretched.)

3.9 To help in this respect, NMYC should continue expanding its basic
CTC program and should extend the range of subjects offered in the light of
the core demand for training and self-employment. Given the basic rural
personnel infrastructure, the NHYC could also increase trainee throughput over
the next four years, from 21,000 trainees a year to 100,000 61 trainees a
year, both to help satisfy effective labor market and social demand for wage
and particularly self-employment. This would incidentally make the operation
more cost-effective (21,000 trainees a year is not sufficiently cost-effective
for a national training body with a regional and local staffing structure).
Central funding of the program will need to be increased initially, but the
strategy of passing control and ultimate funding over to local organizations
should continue. In order to develop this program, full-time staff need to be
redirected to the Regional Offices to manage CTCs; the present arrangement of
attaching CTC development to PMDOs, who are already busy with other mainstream
training work, means that CTCs are not accorded priority as they are perceived
as an addition to the regular program.

3.10 Training provided by government agencies should concentrate on
satisfying demand for the "core subject" training, because its easy
replication suits centralized organizational structures and methods. It would
be appropriate for government agencies to provide permanent and replicable
non-formal training courses in the main population centers (towns of, say,
more than 20,000 population). In towns where CTCs are established, they
should form the basis for the government training effort. Elsewhere,
coordination of activities between government agencies is required so tiaat
subjects and geographical areas are covered adequately without duplication.

3.11 The Government should encourage and support NGOs so that they can
supply non-formal training in areas i.e., subjects, geographical locations,
and sections of the population that cannot be otherwise reached. NGOs should
be consulted about plans for training and should have representation on
appropriate bodies (for example, the National Committee for Non-Formal
Education).

6/ Assumed by the mission to be a minimum estimate based on field
observation of rural employment opportunities and the success of existing
courses in placing trainees. Local surveys would provide a sounder basis
for CTC expansion and should be undertaken by NHYC.



#50-22(2) SR044VOC.SEC JP(4):MSG(2)sBWC(2):DB(2)s 01-24-90

- 24 -

B. Imrovina Relevance and Quality of Trainina

3.12 The issues posed in the previous section are essentially
quantitative, basically, how to expand training for modern industry and rural
economic development. Twin quality questions call for answers. Is the
training being given relevant to the needs of industry or the rural situa-
tion? If it is, is it of the required quality? If it is not, how far is this
issue a reflection of trainer quality and/or poor facilities and equipment.

Relevance of Industrial Trainina

3.13 Recent tracer study evidence on Job placement is lacking for all
training agencies. The results of the small employers' survey conducted by
the mission must be treated with caution. However, the long waiting lists for
entry to NMYC's RTC/PTC programs, the result of of old tracer work (1986)
which show about 701 of new NMYC graduates getting jobs in the informal and
small firm job market, and the positive attitude of emplolyers in the survey
toward NMYC graduates suggest that in relation to industrial needs, the
programs are typically relevant. Employers, however, commented that NMYC
courses could be improved by broadening the range of skills with more multi-
skill course offerings so that trainees would be less specialized and thus
local employment needs more adequately met.

3.14 As is typical of education ministries in many countries, BTVE is
characterized by a built-in inflexibility in its formal and institutionalized
training, fixed heavy equipment, traditional curricula and instruction. weak
industrial links and poorer quality trainers, producing less relevant courses
and poorer quality graduates. However, these problems are recognized by BTVE
and important steps have been taken this year to correct them, including
working closely with NMYC, DTI and DOA to improve quality end relevance of
training; establishing technical advisory committees in each school, with
local industrial representation; revising the curricula for the one- and two-
year courses to increase the time spent on practical training, where possible
within industry; and strengthening trainer training. It is, however, to early
to evaluate impact and it is doubtful if any measure of significant
improvement will result.

3.15 NMYC's CTC and outreach courses for rural enterprise basic skills
and self-employment (no fixed premises and light equipment, etc.) are
typically useful and well-managed, with graduates gaining wage or self-
employment opportunities. The also holds true for the BNFE courses. Programs
run by NGOs naturally are highly relevant, as they typically respond directly
to a locally perceived training demand.

3.16 Graduate Quality. The issue of BTVE graduate quality is serious.
The quality of operative-level graduates from the one- and two-year courses of
the BTVE voc-tech schools is generally seen by employers as unsatisfactory in
the light of their industrial manpower needs. Employers complained of
graduates being poor 'technically' and too theoretical. There is evidence
that BTVE graduates who do not proceed on to higher training institutions
remaining unemployed and enter Nh-YC courses as a remedial bridge to
employment.
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3.17 The quality of NHYC operative/craftsmen courses is reasonable but
could be improved. It is suggested that a lengthened course based on a
modular system be introduced, by extending sequential six-month courses over a
year or more, and that more multi-skill training (i.e., giving trainees a
repertoire of skills they can perform) at a greater depth than is currently
the case. It is also evident that strengthening of instructors' teaching
abilities facilities and materials is urgently needed, dramatically so in the
BTVE tech/voc schools, but also in the RTCs.

3.18 Quality of Staff and Staff Trainers. RMTC staff are qualified,
particularly be provided, in terms of industrial experience, but could benefit
from further training. The Audit Department's 1986 evaluation showed that all
instructors had passed relevant trade tests, about half had a bachelor's
degree (of which half were in engineering-related subjects), 25Z had
experience in industry, and about 40Z had received no training either at home
or abroad.

3.19 On the other hand, few instructors in the BTVE schools have
industrial experience, though this is being redressed partially through
intensified training beginning in 1989. Those that possess industrial
experience frequently switch to the private sector, which offers better pay
and conditions.

3.20 It is suggested that instructor qualities and pay scales be further
improved to ensure ease of recruitment and trainee retention. Efforts in this
direction have already begun, along with building up stronger linkages with
the labor market by permitting teachers to undertake income-generating work in
industry and allowing them time for private work and consultancies without
jeopardizing teaching quality.

3.21 Improvement of quality must also be tackled by standardizing and
levelling up the qualifications of trainers. A vocational training
instructors' licence (VTIL) system and a supporting training of trainers
program for basic "licence' training and relevant upgrading would be useful.
Care must be taken to avoid introducing the recruitment rigidities which
characterize general education. Until now, there has been no VTIL system or
exclusive trainer training institute in the country. The NMYC has mainly
recruited its instructors from among those having class 3 trade skill
certificates with more than two years experience who have passed the technical
teacher's examination conducted by the Civil Service Commission. It then
sends them on two-month skills upgrade courses, (180 hours) which allow them
to gain class 2 trade skill certificates.

3.22 There are three Area Trainer Training Centers (ATTC) throughout the
country. Currently, there are 264 skills trainers in RMTCs and PHTCs
including NSTC, and 189 trainers in 63 CTCs who have been hired on a
contractual basis. The 264 NMYC trainers are reasonably qualified with 10l
first class, 32Z second class, and 242 third class skill certificates; 7? are
CBT holders and the remaining 27% do not hold certificates.

3.23 It is recommended that NHYC establish a Vocational Training
Instructor Licence System by amending the pertinent laws and implementing
regulations. The VTIL system should be nationally recognized, with all
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trainers working for all levels of training centers obtaining their
instructor's licence through agreed procedures. All trainers can then be
monitored, upgraded and protected in jobs. The potential classification of
the VTIL system would be grade 1 to 4 VTI, with grade 4 as the lowest level.
Promotion to higher grades would depend on skill certificates and trainers
training and development capabilities, and some four years of experience at
the current grade. It should be emphasized that the promotion to upper grades
should be mado only when the experience and relevant skills certificates
requirements are met or a graduation certificate for a recognized course is
submitted.

3.24 Trainers at RMTCs and PMTCs should hold more than grade 3
certificates and those at NSTC and ATTC more than grade 2 certificates. The
NHYMC instructor upgrading training should be expanded not only from current
skills upgrading for third class certificates to higher classes, but also for
training and development capabilities. All the upgrade training should be
conducted systematically within the VTIL system. In addition, the target
population for an instructor's upgrade training should be expanded to include
the trainers, training officers and managers working for outside training
centers, including BTVE schools and voluntary agency short-term vocational
staff. Initial education for trainers might be conducted by DI,S, with
upgrading by NMYC.

3.25 Equiment and Facilities. RMTCs are relatively well equipped
compared .o BTVE schools, where the little equipment provided is obsolete
(some being more than 15 years old). However, PMTCs are unable to provide
quality training because of inadequate equipment. In some RMTCs and PMTCs,
basic equipment like lathes and milling machines have been left unrepaired due
to a lack of spare parts and the expertise to repair them. There is no repair
service and no standard training equipment list by course which can be used to
assess the availability of necessary equipment. The BTVE tech-voc schools are
in massive need of refurbishment and re-equipping. The national network has
decayed physically through underfunding. If the tech°voc schools are to be
used to develop operators and craftsmen, attention to their physical condition
and equipping as well as instructors, materials and management is urgently
required. This has been recognized by the Government and a ban was lifted in
1989 by Executive Order of the President to permit purchase of basic tools and
equipment, though budgetary problems remain.

Rural Training

3.26 Basic government- and NGO-sponsored skills training programs for
rural wage- and self-employment through Government agencies and NGOs are
typically well designed and are relevant to the rural situation. The quality
of graduates, however, is frequently an issue. The poor quality of training
seems to be due to inadequate and/or insufficient teaching equipment and
materials. The CTC and BTVE outreach training programs particularly need
strengthening. A related and now critical issue, though not strictly a
training issue, is the lack of strategies and programs for rural development
to foster grass-roots employment (including opportunities for self-
employment). Government commitment to rural development has yet to be turned
into widespread viable programs. Where these programs do occur, adv-ice and
start-up resources to establish trainee graduates with capital and equipment
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remain inadequate, tbough the need has begun to be addressed by NHYC. BNFE is
also developing a small fund to help trainees set up their businesses.

Quality, Research and Develotment

3.27 Monitoring, evaluation and research and development (R&D) are
intimately - though not solely - linked up with training quality. The
establishment of a strong center for R&D and technology development is a
priority as a vector for ensuring that training modes and curricula keep pace
with international developments in training and reflect rapidly changing
national and local training needs. Improving training quality also demands a
systematic and thorough review of facilities and equipment, with a focus on
re-equipping NMYC institutions and enlarging the number of types of skills
being taught, and reviewing the role of the BTVE National Center for Technical
Education (and three regional centers) in the R&D network.

Improvement of Trades Testing

3.28 Training quality can also be improved through expanded and improved
trade testing. A total of 182 occupational skills standards have been
developed, and 17 trades are now tested. A total of nearly 150,000 persons
had been tested during the past 13 years (1975-1987). About 70,000 persons
have been certified with an average pass .:ate of about 47Z. This rate is
somewhat low by international standards but not significantly so. Further
study is nevertheless justified to isolate ways of improving the pass rate.
Details of certification rates are given in Attachment 2D.

3.29 Based on experience of Japan and Korea, the annual testing
achievements have been increased continuously, but the annual number of
applicants in the Philippines, compared with the total population of the
country, should be at least 300,000 persons. The occupational skills
standards should, therefore, gradually be developed until some 500 trade
titles are included and the testing capacity can be drastically expanded. The
most important institutional arrangement needed is the rationalization of the
trades testing system by (a) establishing a legal basis for it; (b) including
all graduates from BTVE schools in trades testing conducted by NMYC;
(c) introducing a compulsory testing system for all graduates from vocational
training centers by amending the related laws and regulations; and (d) setting
up an 'Office of Trades Testing' as a separate office under the Director
General of NMYC, with 14 regional testing workshops to increase the nation's
testing capacities, including the number of testing staff. The testing
workshops could be utilized for training purposes as required.

3.30 Recommendations to improve the existing testing system include:
(a) establishing a "Question Bank" to improve quality and related matters;
(b) introducing a re-registration system in addition to the current
registration system for certificate holders, so as to systematically identify
the nation's certified manpower every five years; (c) introducing a
*compulsory hiring system of trade test certificate holders' as a preferential
measures by government for certificate holders; (d) computerizing testing and
related works, especially in such areas as the question bank, question paper
editing, marking decision of passers, registration and re-registration;
(e) involving more industries in trade testing and promoting the national
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testing system to more firms through public relations activities. This would
encourage firms to trust the system and the certified worker's competencies as
described on certificates; and (f) expanditg testing areas from the existing
industrial trades to office worker and service worker trades.

Improving Rural Trainers

3.31 To increase the supply of competent rural trainers. a program of
training for trainers should be implemented by NMYC. TVe program should have
three componentss (a) professional teachers should be trained to deal with
trainees with low entering skill levels; (b) trainer artisans should be
trained in teaching skills; (c) trainers recruited as graduates from, say,
Regional Training Centers should be trained in teaching skills and undertake a
work experience program which is integrated into the system for formalized
training instructor preparation.

3.32 The training given in CTCs should be practice-based rather than
theory-based. A large proportion of the trainers recruited should be artisans
(given proper training themselves) who will impart skills to the trainees in
relevant jobs and businesses.

3.33 The fees paid to trainers should be increased, say to P 20/hour
(US$1.00), to attract people who would otherwise be deterred by the low rates
currently paid; though this will increase costs, unless enough competent
trainers are recruited, investment in the CTC program will not be effective.

C. Efficiency and Financial Issues

3.34 Training is severely underfinanced, drastically limiting the quality
and quantity of training provided. The Government, in support of private
industry, has policies for industrial growth. The Government is equally
concerned about rural (and urban) under- and un-employment and is seeking to
implement strategies to improve rural incomes. There is, however, evidence of
underfunding of vital training programs coamon to both. Issues include:
should the government/public sector find the additional funds? If it cannot
or should not, who could or should shoulder the cost burden? Can existing
resources be made to go further?

Internal Efficiency: Better Use of the Resources Available

3.35 The issue of relevance or external efficiency has already been
discussed. In simnary, the NMYC vocational programs score reasonably while
the post-secondary BTVE tech-voc programe appear more difficult to justify.
In terms of internal efficiency, the evidence is that BTVE again scores less
well. Making more effective use of existing funding has to be addressed
before exploring possibilities for additional government funds or cost-
sharing schemes with industry.

3.36 The budgetary allocation to BTVE tech-voc schools is not only low
(para. 3.43), but it is also not well spent, at least as BTVE is currently
organized. The large demand for trained operatives and craftsmen justify the
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duplication 71 of training by the NMYC and BSTVE, if both agencies were equally
efficient in producing graduates. However, this is far from the case.
Mission calculations indicate that a trainee graduate from a tech-voc school
typically costs nearly five times that of a graduate from an RMTC/PTC of the
NMYC. There is evidence of greater unemployment of BTVE tech-voc school
graduates and a reed for them to be recycled in NMXC institutions before
gaining employment. BTVE's placement service estimates that half of all
graduates from the tech-voc schools found employment or went on to higher
training but that less than 272 of graduates are employed at the level and in
the occupation for which they were trained. On the other hand, almost all
NMYC graduates find direct employment (about a third of all graduates are
already in jobs and released for training). Drop out and repeater rates in
both NMYC centers and the tech-voc schools are negligible. The differences in
unit costs accrue more through higher BTVE instructor costs per trainee,
higher BTVE overhead costs such as buildings and facilities and greater
throughput of trainees in the NMYC. This is not unusual. International
experience shows Ministry of Education vocational training to be less cost-
effective than that undertaken by agencies which are in close contact with
industrial employers. The latter agencies, like the NKYC, have more
flexibility to respond to the labor market, and can employ trainers and run
courses more flexibly compared to the monolithic structures typical of
Ministry of Education bureaucracies. The Philippines is no exception.

3.37 The issue of the efficiency of BTVE tech-voc schools is recognized
by DECS, and one school of thought supports a phasing-out of the BTVE tech-
voc schools, accompanied by the continuing conversion of some of the better
schools into TEIs for technician training or to other uses such as general
secondary'schools. In NMYC RTCs, considerable improvements could be effected
in course performance but internal efficiency is not a serious problem.

3.38 Unit costs were obtained from aggregated data collected by the tMYx
and DECS, and from a few selected NMYC institutions. According to DECS data,
the average overall student training cost for all technical programs (for
1987-88) was US$221. A simple calculation based on the line-budget for tech-
voc schools and the number of enrollments results in an maount of less than
US$20 per capita. This is very low by any standard and a similar Bangladesh
vocational program considered underfunded is over US$250 per capita annually.
The annual average for the Region is around US$500 per capita. Unit costs for
MMYC training centers in 1984 varied widely from region to region and did not
conform to any pattern. The larger NMYC institutions (in terms of student
enrollments) did not seem to benefit from economies of scale. The unit cost
of some institutions was US$20-40 per-annum while that of others was above
US$140. Such diversity warrants further investigation through a study of the
composition of costs at each center. The first area for examination should be
staffing, since in the majority of cases staff salaries account for over 71X
of the recurrent costs. Consumable materials and 'maintenance, account for a
further 152 and 4%, respectively.

7/ The issue of duplication remains relevant even though BTVE course
entrants require a secondary school diploma while NMYC trainees do not.
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3.39 The data gathered for sample schools by the mission indicate that
recurrent costs in BTVE are about five times higher than in the RHTCs where
the mean recurrent cost of craftsman training is US$50. The cause of this
difference appears to be the more intensive use of facilities by NHYC, and the
consequent higher level of trainee throughput.

3.40 Staff-student ratios compiled by NMYC average 122. However, this
ratio also includes support staff. After separating out the professional
teaching staff, the staff-student ratios average 1:9. This ratio is typical
of vocational training establishments like the NHYC, though it is on the
generous side and should be reviewed with a view to increasing the ratio.

3.41 BTVE's, teacher-student ratio averaged 1:35 (1987) which is too high
for effective instruction and supervision. It also raises some important
questions as to the cause of the high unit costs, since the explanation of
these high costs does not appear to be generous staff/student ratios. In
1989. attempts were made to reduce the trainer-pupil ratio to 1:20, which is
still very high and would increase unit costs further.

3.42 In terms of space utilization, BTVE (in the academic year 1987-88)
had an abundance of space: the average classroom to student ratio was 1:12
for lectures and 1:8 8/ for laboratory work. On the other hand, the
facilities were underused, in many instances for only 12-15 hours per week.
NMYC, which mounted purely skill-oriented programs at the RMTCs for short
durations (of three to four months each) was able to *process' three batches
of students per year and make intensive use of facilities.

Funding Levels and Arrangements

3.43 The little data available on private sector funding of industrial
and rural LraiUing% bugesL that it is ffaufscula a-ad cah be disregarded.
Public sector allocations are small; mission estimates suggest something less
than P 400 million to support government capital and recurrent activities.
The DECS capital and recurrent budget allocation (1987) to BTVE for
technical/vocational training is less than 2Z of the total DECS budget9/ and a
budgetary per capita allocation of less than US$20 has already been
referenced. This is inadequate if any serious effort is to be made by DECS to
address training needs and helps to account for the exceedingly sorry state of
BTVE tech-voc schools. The NMYC has a budget less than a third of that
provided for BTVET, which is strikingly low for the major government agency
with both line and staff functions established to serve all vocational
training agencies. Furthermore, budgets are not expenditures. The Bank's
1988 Education Sector Study indicates divergences up to 302 between budgetary
allocations and spending. While NMYC seems to spend what it is allocated, the
same probably does not apply to vocational training by DECS, although recent
tech-voc expenditure figures were not available.

8/ Based on space per trainee of 9 sq m for lecture rooms and 6 sq m for
labs/workshops.

9/ This has been increased from P 9 million in 1987 to P 13 million in 1989.
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3.44 The willingness or ability of government to channel a large
proportion of public funds to training is beyond the scope of this review.
However, indications are that relatively small, carefully targeted budgetary
transfers, particularly to NMYC, could support significant returns. Such
allocations would be in line with national development plans to encourage
industrial and rural development; indeed, more funds must be allocated to
training if national development targets are to be reached. It is the task of
NMYC to develop a master plan for expansion of industrial training, the level
of funding required and how additional funding and resources could be
acquired.

3.45 A significant dimension of the resource issue is the role of
industry in preparing its own manpower, either by paying for it through sub-
contracting agenciGs or by undertaking training itself. The general consensus
of both training specialists and industry representatives is that, with the
exception of a few large international industrial concerns, most medium and
small firms have neither the resources nor ability to undertake training.
Government assists with incentives such as the Training Contract Scheme and is
developing a fresh approach to apprenticeship. The introduction of a training
levy on industry, however, is controversial and has been strongly resisted by
industry as a whole. The few largest industries conduct their own training
and view a levy as a tax; the middle- and small-sized industries seemingly can
ill-afford a '.evy. This notwithstanding, there is no doubt that industry and/
or trainees should bear a greater proportion of the cost (if not in some cases
the totaL cost) if training is to be made more effective and expanded.
Training institutions like NMYC should also show increased efficiency. The
techniques and mechanisms for gaining a greater private sector financial
support for training are discussed later. However, the appropriate total
overall level of funding from private and public sources and the kind of
vocational training needed deserve turtner in-depth rTudy. Wnat is clear is
that ultimately industry must do more for itself. In the meantime, and for
the foreseeable future, the public sector must assume most of the financial
burden.

3.46 Funding Rural Training. Rural training is grossly underfunded by
the public sector. The issue here, however, is not whether government
financial assistance is needed--that is not in doubt, but whether the most
effective training at this level and of this type is best executed by
government agencies should be channeled to private agencies such as NGOs with
a strong grass-roots decentralized approach to service their field work.
There is a clear role for public bodies such as NKYC through its outreach
programs and for the BNFE. Serious evaluation with available data is not
possible, but indications are that funds are being well-spent and that their
programs are worthy of further support especially where "core' basic training
is concerned, which lends itself to a rationally generalized government "mass"
approach.

3.47 Funding NGOs. Funding of NGOs should be provided, based on
specified criteria, for training courses and employment creation projects.
Funding should be on an administrative and accounting basis that is
appropriate to NG0s and their activities and not necessarily to the Central
Office of Accounting.
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3.48 As NG0s, do not always wish to accept government funding, devic2s
must be found to permit public (or publicly-initiated) funding to be directed
to NGOs without threatening their autonomy or destroying their natural self-
reliant, grass-roots strengths. There are models in other parts of the world
where such devices have been instituted with very favorable outcomes (North
Yemen, for instance). An approach to this would be to develop partnerships
between the public sector agencies and NGOs.

3.49 Funding to NGOs to carry out training should not be in the form of
grants, but should have a contractual basis. That is, the NGO should be
contracted to carry out specified activities; the funding body then has only
to ensure that the activities were carried out satisfactorily, and does not
need to concern itself with details of NGO internal operations.

Financing Vocational Training

3.50 Means to Increase Funding for Vocational Training. There is, of
course, a national interplay between public sector budgeting and planning. A
careful review needs to be made of the justification for apparent underfunding
of public sector support to vocational training and the possibilities of
increasing the public budget (including the uses/functions to which additional
funding might be put) and through the Secretaries of Labor and Finance, larger
allocations be made. Similarly, a serious review should be undertaken of the
realistic and practical options open for increased trainee fees and
contributions from industry, increased cost-sharing schemes and apprenticeship
and in-service training and retraining within industry itself.

3.51 Cost Recovery and User Fees. Neither NKYC nor BTVE charge fees for
their rural outreach programs. In some instances, this is acceptable since it
would not be socially desirable to charge fees for NMKC programs such as
livelihood skills. Furthermore, many (24Z) out-of-school youth (OSY) 10/ have
reported that the high cost of education prohibited them from undertaking
education and training. NMYC, however, operates numerous income-earning
schemes, such as the Sariling Sikap Program.ll/ One possibility worth
exploring might be to charge for a few selected courses for which demand is
high and employment prospects good (such as automotive mechanics,
electricians, technicians) while ensuring scholarships for those who cannot
afford the fees. Given the substantial number of applicants for these
courses, it is unlikely that the imposition of a fee would have an adverse
effect on recruitment.

10/ BNFE Survey 1987.

ll/ In this scheme direct fees are charged to employees or trainees in
selected courses (upgrading of electrician and welding skills, for
instance). This system is nationwide and remits an average of P 1
million annually to NMYC. The program is managed by the NMYC Regional
Directors.
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3.52 Finally, however, and in the last resort, any initiative to control
costs and raise additional funds for vocational training is predicated on
there being a clear central government commitment to the task. At present
this issue is not clearly on the agenda, and it needs to be put there, both at
the central government and Department levels. Additional resources for
training are badly needed, but so also is an institutional framework to direct
these resources. At present, neither the productive sectors nor the public
seem to recognize the true cost of not investing in training; furthermore the
Government provides no particular incentive for industry to invest in training
or perceived penalty for not doing so. Both ahould be addressed by NMYC
though an operational research programs to demonstrate the value of training
and by expanding the NMYC incentive schemes.

3.53 The following are ways of increasing funds for training, which
build on approaches already being used in the Philippines. Some NMYC training
centers (e.g., Cebu) are beginning to experiment with 'training and
production' programs: trainees are loaned to industry for brief periods to
gain industrial experience, but with safeguards to avoid the perception of
'cheap-labor' or problems that beset the old apprenticeship scheme. Training
center equipment may also be used to produce spare parts for contractors.
There has been much debate about the desirability of combining production and
training. On one hand, trainees are exposed to 'real life" situations, but on
the other hand, production and profits based on cheap labor begin to replace
training as a priority and, in the worst case, tasks are assumed which are
irrelevant to training. The latter dangers can, however, be guarded against.
There is a stronger case for proposing the training-production approach for
the BTVE programs than there is for the NMYC programs. Many NMYC trainees are
very familiar with industrial working conditions, and are enrolling in NHYC
courses to upgrade their skills. The same is not true for the BTVE program
entrants who typically have no working experience. BTVE-industrial links,
particularly at the school level. are alSo very tenuous. though are now being
strengthened through the new technical council in each school and a school-
industry linkage.
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Tncentives and Cost Sharing

3.54 It has already been argued that a measure of subsidy to industry for
training is justified as a short-term measure, especially for the upgrading of
existing workers skills. The Training Contract Scheme is an example of a
cost-sharing program run by NMYC where funds are directly paid to
participating companies (cash reimbursement) which undertake their own
training. Industries may engage a training institution to do the job, which
is reimbursed a proportion of the training cost. The average per capita
trainee subsidy is about P 700 for supervisors and P 1,000 for lower-level
workers. The total budget annually is about P 20 million covering over 20,000
workers. The scheme appears very successful and is being evaluated under the
Bank-assisted Vocat'onal Training Project (Loan 2200-PH).

A Levy System

3.55 The unfavorable climate in the Philippines toward a national
training levy has already been underlined. However, many countries finance
training through a levy system on industry, typically as a payroll tax. In
the early part of this century, such a system existed in the United States and
employers paid 5 US¢ for every employee to finance publicly-provided training.
In Nigeria, today, all enterprises pay a 2? levy on payroll costs to an
Industrial Training Fund, and approved expenditures on training are off-set
against levy payments. In Morocco, around the same GDP per capita, about 50?
of all training costs are borne by the private sector through a levy.
Consideration should be given by Government on NMYC advice on the legal base
for expanding sources of finance within a suitable and practical time-frame.
A national levy system may not be immediately practicable du.t to the number of
small enterprises that cannot afford such a levy. However, the following are
some manageable steps that could begin a move to introduce a partial levy:
set-up Industrv Boards. identify industries for in-plant training, and decide

on optimum training rates as a proportion of the total number of employees
annually. This should be done through consultations with each IB on the basis
of a sectoral manpower demand and supply plan. The training rate would differ
according to the type of industry, not by ilie type of IB, and the criteria for
the target industry could, for instance, be those firms which have more than
500 employees. The training rate would best be limited at first and, for
instance, not exceed 52 of the total number of employees. Compulsory training
should include basic training and higher level courses. The target firms
should be able either to elect to undertake their own training or pay a levy
of an amount equivalent to actual training expenses. A 'Vocational Training
Fund' (VTF) could be established with the training levy collected for each
industry. This should be used only for training by the specific sector. The
levy contributions would be managed as a special account (Vocational Training
Promotion Fund) by NMYC with participation by each IB. All the training
programs under the compulsory in-plant training system should be approved,
supervised and recognized by NMYC and locally by RMDOs. A training levy could
also be managed, collected and used locally by RMDOs on the same flexible
lines as described above.
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D. Planning Issues

Overview

3.56 The urgent issues--those likely to receive early attention, even if
only partially resolved--are those already posed and addresseds expansion of
training places, improving quality (curriculum, facilities, etc.), and looking
for resources (particularly external). These are, however, two groups of
issues of critical importance--important, but which might not be seen as
urgent--by misguided managers and implementers. These are the painstaking
tasks of accurate basic data gathering, data analysis and serious planning,
and related institutional issues such as management skills, research and
development. The successful resolution of the first group of issues will be
manifested by the degree to which strategies are developed and internalized
through the latter institutional frame of action. It must be made clear that
the present institutional framework is exceedingly weak in the training field,
it has been badly neglected and, under any strategy for building up training,
must receive urgent attention.

3.57 Responsibility for training strategy development and planning is the
mandate of NMYC. These responsibilities have not been met. The extent of the
seriousness of the situation is best reflected in the lack of consistent basic
data on such fundamentals as the numbers of institutions, training places. and
output.

3.58 How to improve and build-up macro- and micro-planning is a key
issue. A first need is to review and improve basic data gathering by training
institutions, with a view to streamlining the process and strengthening it
where appropriate. After data collation by the NMYC Secretariat, data would
be used for planning by NEDA, the government planning agency, the line
agencies, and NKYC. Employment/unemployment data collection and policy making
should be integrated with the training functions of NMYC to facilitate better
planning for training program development. There is, however, a need for more
manpower planners, and human resource economists in the NEDA, NHYC and line
departments. Strong technical support must also be given to the training
agencies and lBs to develop their subsectoral planning capabilities and
attention paid to needs of decentralized administrative units where data are
gathered and/or analyzed.

The Planning of Training: Institutional Responsibilities

3.59 The National Economic Development Agency is responsible for of long-
term planning. Its Social Development Division has a mandate to coordinate
education and manpower training programs and relies on NKYC for this. It also
provides technical assistance in project preparation. Although it is
nominally responsible for analysis of the labor market, very little attention
can be given to this task in view of the few professional NEDA staff.
Consequently, responsibility for labor market analysis is segmented.

3.60 Department of Education, Culture and Science. The Planning Division
in this department has not undertaken any substantial assessments of the
relationship between education and the labor market owing to lack of expertise
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and institutional weaknesses (see the Bank's recent Education Sector Report).
However, early this year, DECS, NEDA and NMYC, through the National Industry
Manpower Training Council, started a review of labor market needs. Within
DECS, the BTVE is responsible for administering and planning for technical
education and training and for some 330 technical and vocational schools and
colleges and for advising on technical schools run by 79 state colleges and
universities.

3.61 The Department of Labor and Enployment. The Department has two
Bureaus responsible for the labor market: the Bureau of Employment Statistics
and the Bureau of Labor and Employment. The latter is expected to analyze the
data collated by the former. Unfortunately, it concentrates instead, through
its Labor Market Information Division, on collecting data solely from DOLE's
employment exchanges. More by default, therefore, another agency in DOLE, the
Institute of Labor Studies, has taken over the role of analyzing the labor
market, but little work has been completed.

3.62 Planning Government NFE Training. The National Committee for Non-
Formal Education (NCNPE) of the NMYC was established very recently and is
responsible for planning and coordinating nonformal education. It remains to
be seen how this committee will execute its functions. It can, however,
become a valuable support institution for nonformal training. In Turkey, for
instance, a similar body, the General Directorate of Apprenticeship and Non-
Formal Training, has a network of some 650 Public Training Centers providing a
selected range of courses and having a throughpu. of over 600,000 trainees
annually; like the CTC program, it uses the fac lities of other bodies (e.g.,
premises) and takes on trainers as required, t cugh it also retains a
permanent staff of administrators and teachers (7,600 permanent staff and
37,000 day-workers).

Current Planning Arrangements

3.63 In common with other developing countries, manpower planning in the
Philippines has had very little impact on policy making in the education
training sector. In the formal technical education sector, there is little
evidence that any systematic planning takes place. The DECS technical
colleges and schools tend to adhere to the regulations of a highly centralized
system. Enrollments are a function of social demand rather than by manpower
needs.

3.64 The situation is slightly different in the case of the NMYC training
centers; each center has greater autonomy to respond to local demand. Even
so, in practice, "core" courses are established by the central agency (in
Manila) and requests for funding of additional different courses have to be
submitted to headquarters. Enrollments on the whole are determined more by
availability of funds than by actual manpower needs. As the NMYC is
responsible for national manpower planning, one could expect more guidance on
intake levels by subject area from NMYC.

3.65 The Philippines, as elsewhere, has found national manpower plans to
be of only marginal value. The National Manpower Plan (1983-87) completely
sidestepped the issue of assessing current and future manpower needs by merely
stating that 'new forecasting methodologies will be explored.' Recently,

l
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estimates for 1988-92 have been made for a hundred occupations. The
occupational code used is too highly aggregated to be meaningful to education
planners. For example, engineers. architects and related technicians are all
lumped together, so too are medical, dental, veterinary and related workers.
In view of the uncertainty about future changes in the various sectors
affecting the market for technical manpower, demand projections are at best
speculative guesses, particularly when there is no clear educational
requirement for technicians and craftsmen.

3.66 Owing to the disillusion with earlier efforts to forecast manpower
requirements on a nationwide basis, the NMYC has turned to what it calls
"specific skills training needs assessment." Assessments are undertaken by
various NMYC divisions such as the Industry Manpower Office (IMO) which is
primarily responsible for implementation of the Training Contract Scheme. It
uses a network of In4ustry Boards/Associations to advise on skill and training
needs. The National Institute of Skills Development (NISD), the National
Skills Training Center (NSTC) and some of the RMTCs also carry out ad hoc
consultations/studies on manpower needs.

3.67 Recognizing the need for a more systematic approach, the NMYC has
introduced 'institutional based manpower planning.' As part of this approach,
three NMYC sectoral committees (agriculture, industry and .ervices) will
advise on manpower plans to meet sectoral needs. Member agencies (of the
Council) will establish manpower planning units and undertake their own
manpower planning (e.g. DECS will assess tha requirements for professional and
technical manpower while DOST will assess scientific and technological
manpower). NMYC will concentrate exclusively on craft-level manpower and
'coordinate the activities of other member agencies.' In addition, regional
manpower needs will be assessed by regional manpower committees. The
methodology is conventional in that it uses NEDA employment targets for each
Industry sector, and assumes a given occupational etructure for a given
industry and a ratio of skilled manpower occupations to total employment in
that industry sector.

3.68 This approach, involving so many agencies, is likely to prove
difficult. For example, it is not known how the NMYC manpower planning unit's
forecasts will relate to those of the sector committees. Furthermore, it is
not clear if NE1k employment forecasts represent desirable 'targets' or likely
attainments? As an analysis of the methodologies available to help manpower
planners make more accurate manpower forecasts and the institutional
arrangements to enable manpower planning to be more effective is beyond the
scope of this report, a review is urgently.required to clarify the role of
manpower planning, its functions, methodology and institutional arrangements.
For example, although there is a hazy idea of the longer-term objective,
namely to assess skill requirements (and hence guide training needs), what is
lacking is a clear notion how these objectives might be achieved. The major
responsibility of manpower planners is to improve the quality of decision-
making in the manpower development sector. It should therefore ascertain what
are prime concerns of the decision-makers, how their work (i.e., that of the
manpower planners) might assist, which should then determine the objectives of
the Industry Manpower Office and a more pragmatic job description for its
staff.
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3.69 Secondly, where decision-makers require estimates of skill
requirements, then a more realistic method of assessing current and future
requirements should be adopted. The methodology should not concentrate
exclusively on quantitative data. In particular, more emphasis should be
placed on sectoral and subsectoral studies of key industries (such as garments
and electronics) to make more realistic assessments of quantitative and
qualitative requirements. More attention should be given to multi-skill
training, and the traditional craft skills (bricklaying, carpentry.
automobile) should be re-examined in light of the transition taking place.

E. Institutional Issues

3.70 The planning function is but one of the institutional issue
dimension. The weakness of NMYC as a national institutional arrangement to
consider and determine the general health of manpowez training has led to
neglect of not just planning key problems, cross-cutting the manpower
development and training field issues, but policies and strategies for
tackling them, research and development to ensure healthy adaptation in a
rapidly changing technological environment, and management and administration
for executing pians and programs. Training programs have grown pragmatically
under a variety of agencies with an emphasis on quantity rather than quality.
But the time has arrived where gaps exist (particularly in 'staff' functions)
and duplication of programs is an issue that make it imperative to assure a
more systemic view of national training, if only to provide an articulated
case for funding, quality maintenance and that can lead to and improvement,
balanced growth in training expansion and, not least, to ensure technological
know-how is introduced as part of the substance of modern training.

3.71 Programs to meet critical labor needs in the development context are
critical and pertinent questions must be continuously and posed and answered.
Is there a system in place? If so is it relevant? Are there clear objectives
and a realistic set of policies/strategies? Is there sound management? Are
there effective planning and evaluation mechanisms? The NMYC has, for long,
been legally mandated by Congress with the formulation of training policies.
The NMYC Council membership with senior representation from all core agencies
and departiLents involved in training, industry, unions, and NGOs provides a
forum for the discussion of policy development. However, it has not yet done
this. The NMYC Secretariat has neither been called to account by the Council
membership nor have issues been raised at the Council that require policy
development discussion. As a consequence, training is still provided by a
variety of agencies piece-meal with all the inefficiencies that naturally
arise from a piece-meal approach. The NMYC is charged by Statute with a
remarkably complete set of "staff' functions including, for instance, national
manpower training planning, setting training standards, research and
development. But, to a large extent, the NMYC has set these contentious
functions aside in favor of developing the less controversial 'line' programs
through the NMYC pattern of RTCs, PTCs, CTCs and outreach programs. The
Secretariat has also assisted the development, management and administration
of industry-oriented training and resource mechanisms of an innovative and
commendable kind and which can be extended but which has diverted attention
from its failure to fill adequately the lacuna in policy frame-work,
prioritizing training, data gathering and analyses, planning, and researching
that has and still impedes systematic and sustainable training development.
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This lacuna is not being filled elsewhere. NEDA and DOF rely on NMYC for
planning and the other 'line' agencies are weak in planning, evaluation and
research. For instance, the BVTE has limited capabilities or resources for
monitoring and evaluating their programs though they have begun a computerized
system and ought to be able to call on NMYC for stronger assistance. NMYC
management has become increasingly aware of these needs and have begun
planning steps to address them including not least, by calling more frequent
Council meetings to heighten public awareness, and to encourage the Council
membership to take a stronger leadership role in policy work and program
development.

3.72 The absence of overt policies on such important training aspects as
the type and level of training needed, and on sources of finance and
priorities in resource allocation are no doubt the result of a lack of
prioritizing ani planning more systematically. Remedies remain with the NMYC
and call for urgent and important attention for providing the necessary
general policy frame for training.

3.73 In this context, the legal code deserves attention and updating to
take account of the vital new training needs and support activities required.
The code should require NMYC tot (a) classify the training centers by type
and rearrange the responsibilities of various training organizations;
(b) classify the training courses more systematically; (c) introduce and
manage a training and training charge system; (d) adopt a vocational training
instructor licence system; (e) strengthen the Staff technical assistance
function of NKYC by not only specifying the functions but establishing the
implementation entities; and (f) introduce a registration system of certified
workers. It would be within the mandate of NMYC to formulate proposals on
amendments to the legal code for Congress. The regular reporting (for
instance annual reports) begun by the NHYC on its staff and line work
achieverjents coulu be strengthened.

3.74 The absence of any or reliable data on most aspects of training has
been noted as a weakness that needs to be corrected. On the other hand, a
great deal of data are collected nationally, regionally and at lower
administrative levels (mainly by NMYC on its programs) but remains unanalyzed
or unused. The development of a data bank to decide what is essential and
systematically collecting data on the totality of programs is a vital tool
requiring development (whilst simultaneously relieving local agencies of the
burden of collecting data that is of doubtful value or which will not be
used).

3.75 The issues of policy making, pl'anning, management, evaluation and
research and development are as important for the more complex areas of rural
basic training as for the more formalized training for the modern industrial
sector. This area has, however, a much lower profile and is less well treated
than industrial training (as indeed, is the case in many other countries)
though it receives high priority in government development plans. There is a
major need to address this issue.
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The Role of NMYC and Institutional Support

3.76 While requiring some strengthening, NMYC Secretariat is well-placed
to be as the Council's servant the lead agency for vocational training. Its
performance and stature should, however, be raised so that it earns and gets
the respect it deserves from its constituent Council members. The post of
Director General (DG) of NHYC, formerly at under-secretary level, has been
recently technically down-graded so that the DG reports not to the Secretary
but to an Under-Secretary of DOLE.12/ The possibility of being further, and
substantively down-graded as a result of an ongoing civil service review also
exists which would effect the salaries, etc. of staff throughout NMYC. The
perception of a dow-grading of NMXC is dangerous to an organization charged
by Congressional Statute with the overall national development of all forms of
training and is detrimental to the proper functioning of its decision-making
authority over governmental and other organizations in the training field.

3.77 In tandem with the proposed administrative upgrading, the NMYC
Secretariat must take a lead in executing more vigorously its policy making
and associated staff functions. Currently, its professional-level staffing is
being weakened, partly as a result of the internally perceived lack of
direction within NMYC itself and the departure of good staff to other
institutions. A review is therefore required of minimun staffing needs,
consistent with executing both staff and line functions of the Council.
Unless NMYC begins to deliver an improved staff function to the vocational
training institutions, there will be a strong case for transferring these
institutions to another agency or agencies, as they are essential for the
healthy development of a training system and for meeting the very urgent
national needs for trained manpower.

3.78 What is required is for a national trainina oolicy to be articulated
and set within the overall national macro-economic policies. Only under these
circumstances will the consequences of not training reach central policy
makers; only in this way will sufficient momentum develop to establish the
requisite fiscal and institutional regime, and only then will, for instance,
the priorities between overlapping agencies be resolved. A first step to be
taken by the NMYC Council and Secretariat is to clarify key policy items
including (a) priority levels and areas of training; (b) the modes of training
to be supported (work-based or institutional or the type of mix to be aimed
at); (c) the appropriate roles of each institution (including industry and
NGOs) in training in their respective areas; (d) priorities in funding sources
and design of funding mechanisms, indicating the relative roles of the public
and private sectors; (e) the priority of RED and evaluation and (f) the
reporting system to the NMYC Council of progress when policy decisions are
made and from the NMYC through its parental department (currently DOLE) to
Congress in order to create and heighten public awareness.

121 Before 1986, the NMYC was responsible to the Office of President.
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InstitutiOn Building and NGOs

3.79 NGOs must organize themselves so that they can represent their
interests, especially to Government. Their first step should be to form an
informal interim group, with the initial task of compiling a directory of
NGOs. This might be the basis for an organizing meeting that would establish
a formal membership body. NGOs should also be represented on the NMYC
Committee for Nonformal Education. There is no one who can provide localized
training better than NGOs, but they need to make their case so that this is
recognized by Government; in addition, NGOs must convince Government that
community organizing is a necessary and beneficial part of their work so that
official disapproval and military harassment is reduced.

3.80 Successful training approaches now being used should be documented,
so that agencies, both government and NCOs, can learn from each other. A
national databank should be compiled of training materials; either an NGO body
or a government agency such as BNFE could undertake this work, but it should
be completed quickly and made available to every organization in the field.

3.81 Finally, the Government should establish a distinct legal status for
NGOs on the basis of a clear and simple definition,-using criteria (such as
responsible management of the NGO, use of income and assets) that are
appropriate to NG0s and not necessarily to government agencies, local
authorities or private business. Provided that an NGO met these criteria, it
would be entitled to enjoy advantages such as exemption from corporation tax,
value-added tax and local taxes, while donors would be given tax concessions
on any donations made to NG0s. No compulsory registration scheme should be
implemented for NGOs, as this would inhibit formation and operation of NGOs.
They should continue to register with the Securities and Exchange Commission
an a vol=tary bas's, as the addvatagec aesociated ith having a defined legal
status will be sufficient to attract NGOs without compulsion.

IV. CONCLUSIONS

4.1 A number of significant broad conclusions may be drawn on operative
and craftsmen training. First, there are numerous positive features:

- There is at the highest levels of government (DOF, NEDA, DECS, DOLE,
DTI, DSWD, etc.) a strong commitment to training for modern sector
economic growth and for rural development needs. The Government is
willing to take a lead in developing training though it requires
guidance on its appropriate ro1e;

- There exists in the NMYC an unusual quasi-government national
training support institution, with Congressional Statutory power and
with a basic staffing estahlishment for taking a nationwide systemic
view of training needs at all training levels and administrative
local levels and which can comprehensively support training through
staff work in policy development, strategy, planning, skill grading
and standards, curriculum and R&D;
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- Even though many of these functions are ineffectively executed, some
are performed very effectively. These include for instance work on
curriculum development, trade testing and qualification standardiza-
tion;

- The NMYC also has a major training function. The existing approach
of NMYC in its line training activities, both for modern industry
and rural development, is on the whole commendable: managers are
sensitive to the need to serve cli.ents and be near them, and
programs are typically well managed, cost-effective and capable of
expansion, albeit with scope for many improvements. BTVE is also
appropriately experimenting with technician training in three-year
courses in Technical Institutes; and

- The approach to rural basic training typically through NGOs but also
through the decentralized programs of BNFE and NMYC appears essen-
tially effective, even if small in relation to needs. The strength
of these organizations lies in their responsiveness to the actual
needs of the rural communities they serve.

4.2 There are, however, also less positive features:

NIYC can improve on its functions in its staff support role. The
view of training could be more systemic; national and local data are
collected but unanalyzed; manpower planning is poor; and evaluation
and application of lessons learned is weak.

Although the evidence is that the public sector, at least in the
short term, must shoulder the cost of training, public financing of
training is inadequate. Budgetary reallocations could expand and

tzrernth ez tra' ni-JAS centers through =re and better
facilities and equipment. DECS (BTVE) is starved financially but
making efforts to improve the relevance of its one- and two-year
formal courses and to develop links with industry. However, the
WMYC Council should address the issue of whether there is an
appropriate role for BTVE in operative and craftsmen training. The
available evidence (its higher unit costs and poor job placement
record) indicates that BTVE has no comparative advantage in
operative/craftsmen training in relation to other agencies and that
government funding would be more effectively used if directed to
NMYC for this type and level of training;

Attention is also required to public sector trainer salaries and to
salary structures for trainers to facilitate their recruitment and
retention;

Although the short-term pre-eminence of the public sector in finance
is clear, financing training through the private sector must be the
longer-term goal. This has not, as yet been fully explored and
remains a key area to be addressed by NMYC. A national levy on
industry does not seem appropriate yet, but user charges on a
selective basis on firms benefiting and trainees could be expanded;
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- The efficiency of training is dependent on a knowledge of employment
needs. Little work has been done on future employment needs, job
profiles and skill level requirements. The linkage between employ-
ment data gathering and forecasting and the training organizations
is very weak and requires strengthening, perhaps by including
employment data work in the NHYC portfolio within a new Division;

- While curriculum work is broadly in the right direction to support
modern industrial needs (less so perhaps in basic rural training),
there are significant curriculum rigidities in NMYC (RTC) training
programs and tech-voc schools, determined partly by the existing
equipment available (for traditional skills trainin-g) and the less
relevant knowledge and skills of instructors that have to be
redressed, perhaps through retraining;

- It is axiomatic that training quality will be only as good as the
quality of trainers. Pay and remuneration requirements have already
been noted, but the legal basis of training and trainer licensing
requires attention; and

- Finally, there is inequity in the provision of training between men
and women. Among other needs, the special training needs of women
requires closer attentibn, particularly in non-traditional skills
(electronics, for instance).

Toward a Training System

4.3 An adequate training system should have the minimal qualities of
(a) training program sensitivity to changing labor market needs; (b) systemic
flexibility and adaptability and skilled managers, planners and implementators
with foresight; (c) mechanisms for ensuring quality planning and management at
the national and local levels; (d) self-sustaining growth through program
evaluation, research and development, and feedback; (e) the ability to cater
for pre-service training, in-service training, and retraining; (f) an
allocation of responsibilities that permits the employer a maximum of
influence over the training agencies and industry; (g) a funding system that
encourages employers to bring requisite pressure on trainers to provide what
is needed--this is best served when the employer is the major source of
training agency income.

4.4 Some of the key urgent problems can be resolved by assisting NMYC to
do the fundamental job for which it was created. Taking a systemic view of
training would facilitate understanding and help indicate solutions to
existing problems. A possible training system for operatives and craftsman
needs an NMYC, as foreseen by Congress, to coordinate, support and steer the
system. The NMYC (perhaps with a membership up-date to give a stronger
representation to industry and NGOs) must define a strategy which includes the
distribution of support activities (staff data collection, analysis, planning,
manpower demand determination, research, and evaluation). Each aspect of
support requires individual detailed attention and work program development.
The NMYC Secretariat has a key role in this, coupled with standing working
committees of the Council, to monitor tasks of the relevant existing divisions
of the Secretariat. In some cases, particularly planning, attention to
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quality of staffing and methodology is needed. The Council, with advice from
the Secretariat, can consider the distribution of training responsibilities
between organizations and determine jurisdictional issues. Hard decisions
have to be made by the Council, for instance, on the most appropriate role for
DECS (BTVE), on the conversion of the tech-voc schools to more useful
training, upgrading some to technical training institutions, developing others
in collaboration with NMYC to give them a stronger practical base, and perhaps
converting the remainder to general secondary schools or PTCs.

4.5 Special attention can also be given and decisions made on the modes
for providing incentives to industry and the possibility of expanding these as
justified. At the same time, the longer-term objective must be to make
industry bear the cost of its own training needs.

4.6 The line development of the training system must take into account
the roles of the public sector (NKYC, DECS. DTI, DSWD), the NGOs and private
industry. The, yet, shadowy ad hoc system being developed provides for a
regional NMYC office and training center for support to staff work, and line
training. Below the national/regional structure, a second tier of PTCs at
provincial level yet to be fully set in place, but already successful 'pilot'
models exist which act both as provincial foci for meeting local
organizational, administrative and training needs. The PTCs in turn, would
backstop and help manage the very successful 'outreach' CTP village training
programs.

4.7 Within this frame provided by the NMYC, there is scope for other
agencies (DTI, DSDW, etc.) to experiment with and run their own training
programs. Indeed, the NMYC should and does encourage this in the same way
that they are encouraging the decentralization of planning. However, this
should be done within a systems framework that would help avoid duplication of
effort and encourages sharing of assistance and experiences provided by the
HHrc.

4.8 Urgent attention needs also to be given to assessing cost-effective-
ness (and providing continuous assessment) of existing training modes and the
build-up of evaluation capacity, both in NMYC and in the training agencies
themselves.

4.9 A clear policy statement by the Council is required on the financing
of the training system. 'While the existing evidence points to continuing and
increasing support of Government for: (i) generic basic training through the
system of NMYC centers and out-reach and support to NGOs; (ii) up-dating of
the core training needs to reflect new technologies and demand for multi-
skilled workers; and (iii) as a priority for the small infant firnms with no
training capacity. Industry however as a matter of policy shoull be prepared
to bear the cost of specialized additional training for operations and
craftsmen where this is needed which could be achieved either through training
- within - industry schemes or supporting NMYC through fees and cost recovery.
The training contract scheme is capable of and deserving of expansion.
Conclusions on cost-effectiveness would provide a guide to where additional
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investments would pay off best and assist in developing a case to government
for additional funds to support the system. Close collaboration with industry
and NGOs is vital, not least in reviewing cost-sharing and incentives provided
to industry for training development and the grass-root and flexibility of the
NGOs.
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SUMMARY OF KEY RECOMMENDATIONS

I. GENERAL

Polic7 and Institution

1. The NMYC should develop a National Training policy (paras. 3.71, 3.72,
3.77, 3.78).

2. Training shoud be progressively executed and funded by industry as a
basic policy (paras. 2.8, 3.45, 3.55).

3. A review needs to be made of training data needs, collection, analysis
and interpretation (paras. 3.56 and 3.71).

4. A comprehensive employment study should be executed (para. 1.3).

5. The legal basis of training needs to be reviewed and strengthened to
take account of new training needs, trainer qualifications, and support
activities (para. 3.73).

6. A review is urgently required to clarify and enhance the role of
manpower planning, its function, methodology and institutional arrangements
(paras. 3.57 and 1.40).

7. The current divisions for manpower development and responsibility for
employment should be abolished in DOLE and NMYC and the two functions integrated
(para. 3.58).

8. It would assist the cost-efficiency of NMXC non-formal programs, if a
'core' curriculum was established (paras. 3.10 and 3.17).

9. More training provisions should be targeted at women. Programs should
take into consideration other commitments, family or otherwise, when being
established (para. 2.56).

10. A 'center for technology development" should be established
(para. 3.27).

11. Rural training programs should only be developed where they can be
effective in the context of for instance, integrated rural development programs
and where there is infrastructural support, including start-up finance and/or
equipment. Attention should be given to increasing such programs (para. 3.26).

12. A survey of agricultural training and its interface with rural skills
training needs and programs should be made (para. 1.6).

i
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13. A study should be made of higher (post-secondary) specialized training
needs and programs (para. 1.5).

Finance

1. The reasons for the pervasive lack of perception of the true cost of
not investing in training should be analyzed with a view to redressing this
through an action program (para. 3.52).

2. A careful review needs to be made on the possibilities of increasing
the public budget for training iucluding the reasons for the current low level
of public budgetary resources (para. 3.50).

3. As the government budget is limited, the training investments and
operational expenses should be increasingly shared by industry. A serious
review should be made of the options for increased financial contributions from
industry (paras. 3.45 and 3.50).

4. In order to attract better quality and maintain morale instructors'
salaries should be reviewed and they should be allowed to undertake work in
industry to supplement their incomes (para. 3.20 and 3.33).

5. The training contract scheme and precedents being set by the garment
industry are worthy of replication and support (para. 3.5).

Program Quality

1. More attention should be given to broad-based multi-skill training to
improve trainee effectiveness through flexibility. The traditional specialized
skills training should be re-examined in the light of the transition taking
place which puts a premium on adaptability of workers (paras. 3.5, 3.7, 3.69).

2. Emphasis should be placed on sectoral and sub-sectoral studies of key
industries (such as garments and electronics) in order to determine more
specific manpower needs (para. 3.69).

3. The range of industrial skills taught should be reviewed and expanded
in conjunction with industry needs; (para. 3.9).

4. Industry should be more involved in the trade testing system in order
to assure its trust of the system and the certification of worker competence
(para. 3.30).

5. A program of training should be implemented by NMYC to improve NMYC
and BTVE instructors for industrial courses and to increase the supply of
competent NFE trainers (para. 3.31).
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II. National Hanvower and Youth Council

Policy and Institutional

1. The secretariat and constituent departments of the NMYC, if it is to
remain (and it should remain) the chief instrument for developing vocational
training must be strengthened particularly to execute "staff functions"
(para. 3.7).

Z. NMYC should focus its programs o skills where it can gain from
economies of scale, i.e., where there are foreseen long-term 'core' training
needs and leave special, short-term or highly specialized region/location-
specific needs to other agencies (para. 3.10).

3. Strong support should be given to the training agencies and the
Industry Boards to develop their sub-sectoral manpower planning capability. And
also to the needs of decentralized administrative units where data is gathered
and/or analyzed (para. 3.58).

Program QualitY

1. NKYC professional staffing should be reviewed and strengthened in
particular to perform staff functions more adequately: manpower planners,
economists, statisticians, evaluation (para. 3.77).

2. Nationwide training courses should be accredited by NMYC. In this
context, NMYC should develop further its trade testing and standards function
(para. 3.29).

3. To implement and manage CTP, full-time staff need to be appointed,
especially in Regional Offices (para. 3.09).

4. Longer or sequential industrial training courses in major and high-
tech trades should be established in RTCs to meet contemporary needs
(para. 3.70).

5. In the older RMTCs and PMTCs new and additional workshops are required
(para 3.25.

6. NMYC should explore the causes of failure rates in trade tests
(para. 3.28).

7. Training R&D should be strengthened (para. 3.27).

8. A vocational training Instructor's License system should be developed
and the NMYC should review as necessary pertinent laws and regulations
(para. 3.23).



- 49 -

ATTACEMENT 1
Page 4 of 5

9. More up-to-date in-depth tracer studies of graduate employment should
be undertaken by the NMYC, in order to assess the external efficiency of
training programs (para. 3.13).

Finance

1. Improvements could be made to cost-efficiency of NMYC programs by
attention to class size and instructoritrainee ratios (para 3.40).

2. Central and local funding of the CTC program should be increased and
the management of CTC funding through local organizations should be increased
(para. 3.9).

3. There is a wide variance in NMYC unit costs between different regions.
This requires investigation (para. 3.38).

4. Training and production for profit should be extended (para. 3.53).

III. Department of Education, Culture and Sports

1. Evidence is that the one and two year BTVE program is not producing
the skilled workers that employers require; it therefore should be reviewed
with a view to either phasing it out or restructuring it with perhaps expansion
of the three year technician program, stronger training links with NMYC to share
responsibility for the training, and converting voc-tech schools to general
secondary schools (paras. 3.16, 3.37).

2. Unit costs of the BTVE program are high, a review of the staff-
student ratio should be considered as a way of reducing them (para. 3.38).

3. BTVE and NMYC should consider introducing limited fee charges for
selected programs where post-training employment is assured and trainee demand
is high (para. 3.51).

4. Training and production schemes should be introduced to reinforce the
relevance of BTVE training and to assist in meeting training costs (para. 3.3!').

5. Voc-tech. schools are very poorly equipped and attention should be
given urgently to their re-equipping (pari. 3.25).

IV. Non-governmental Organizations

1. A directory of NGOs should be compiled which could be the basis for
established a formal membership body through which aid can be given as requested
(para. 3.79).
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2. The government should establish a legal status for NGOs to exempt them
from corporation tax, value added tax and local tax (para. 3.81).

3. A mechanism should be established to channel public sector or
international aid to UGOs (para. 2.42).

4. NGOs should be consulted On national and local agency plans for
training and should be represented on appropriate bodies (for example, the NMYC
Conmittee for Non-Formal Education) (para. 3.79).

5. A national databank of training materials should he compiled, by an
NGO body or a government agency such a BNDE, and made available to field staff
(para. 3.79).

6. The dialogue between Governmeut and NGOs must be improved
(para. 3.48).



- 51 -

ANNM 2A
Page 1

The Develoirn_t of the EVKC (1966-1986)

1. The governmet created a Manpower Development Council in 1966 to
coordinate and prooto skills training. It was composed o' representatives
from the government, labor and industry sectors. From its inception, the new
body concentrated mainly on direct 'line" skills training to complement
osziting manpower training efforts though it had policy responsibilities.

2. However, the government recogaized that if national manpower
resources were to be improved, a long range and all-encompassing program had
to be undertaken with the objective of provi*nI fhe country's youth, not only
with necessary skills, but also with appropriate motivation, career guidance.
A network of vocational/technical training institutions were foreseen as
instruments to achieve this. Out-of-school youth were given priority In
skills training and job placement as part of-the government's plans for a mass
employment push. To support this, Congress passed an Act (1969) to create a
stronger statutory body (See Attacbment 1A). Under the Act, the new National
Manpower and Youth Council (NMYC) was designated as the national organization
for manpower planning and policy development and was mandated by law,
ambitiously, to 'take care of, train and develop human resources and to
establish institutions and formulate integrated plans, programs and projects
that will ensure efficiency and proper allocation, accelerated development and
optimum utilization of the nation's manpower and out-of-school youth and
thereby develop civic efficiency and strengthen family life.'

3. In the first years of operations, linked to the Ministry of Labor
NMYC organized local manpower and youth committees to plan and organize
training in pilot municipalities. Out-of-school youths were encouraged to
train in vocational courses. District level offices of manpower-related
government agencies (education, rural development) were tapped to participate
in projects that would lead to the upgrading of vocational skills of rural-
based industrial workers. The NMYC also began production of training mate-
rials.

4. Up to 1973, most of NMYC's efforts were focussed at enhancing the
employability of the jobless and training. hose who were insufficiently
skilled so that they could obtain better paying jobs. The promulgation of a
Labor Code in May,. 1974, reinforced the Council's mandate as the national
agency for manpower development.

5. Specifically, the Labor Code empowered NMYC 'to carry out a national
manpower development program, the objectives of which were to develop human
resources, establish a network of training institutions and formulate plans to
ensure efficient allocation and utilization of the country's labor force,.
Other critical functions assigned to the NMYC under the Code include: (i) a
long-term national manpower planning, (ii) carrying out the approved plan and
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promulgating policies and standards for manpower and youth development to
devlop and upgrado occupational skills of the labor force, (iii) coordinating
all manpower training schemes, particularly those related to the setting of
skills standrds and to regulate existing mnpower training programs of the
government and private sector to ensure they conforn with the overall national
developmet plan, (iv) establishing Industry boards to assist In the
establishment of manpower development scheme, trade skills standards and
other functions to provide for direct participation of employers and workers
In the fulfillment of the Council's objectives, (v) establishing industry
training incentive schemes including providing additional ta- deductions to
persons and enterprises undertaking manpower development programs as approved
by the Council, (vi) conducting continuous assessments and studies on the
"nature, behavior and use of the country's stock of human resources",
(vii) evaluating output of human resource developmnt programs, focussing
educational and training objectives on the requirements of the amnual invest-
meat priorities, (viii) providing training assistance to any employer or
organization upon approval of an appropriate project proposal, Cia).,.doptngg
employment prontion schemes for unemployed youth In order to meet projected
manpower shortages, (x) establishing and implementing a national scheme of
trade skills standards, testing and certification, (xi) coordinating employ-
ment service activities with the Labor Ministry's Bureau of Employment
Services, particularly in the maossuremat of unemployment and underemployment
rates, the conduct of local manpower resource surveys and occui?t...tnal
studies, and the establishment and maintenance, without charge. of a national
registry of tecbnicians and other skilled laborers who have successfully com-
pleted training under the Council, and (xii) exercising authority,
administration and jurisdiction over ongoing technical assistance programs and
grants-in-aid for manpower and youth development, both local and foreign
financed.

6, The Act and Labor Code were far-reaching and ambitious and
importantly emphasized the vital support role of WMYC to all agencies in
training and in links with industry. It however, was weak in determining
financial, resource sources, revenue modes and expenditure patterns. The Act
still stands.

7. With the new mandate, the NMYC drafted its first manpower development
plan based On the government's broader Four-Year Development Plan (1974-1977).
It also developed an operational Secretariat and its own training programs for
youth. Collaboration between the NkYC and the private sector in manpower
development and training was strengthened. Innovative schemes were launched
to encourage private sector participation, among them the Training Incentive
Schemes (T1S) which offered taz rebates to firms organizing training. The
organizing of Industry Boards (IB) in every major industry sector was
institutionalized. Comuencing in 1976, with the formation of the automotive
Industry Board, the lBs spread to the construction, land transportation,
garments and teztile, printing, hotel and restaurant, and power and
electricity sectors. However, neither of these initiatives have proved very
successful. The TUS was abolished in 1984 after disuse and misuse was
established. The lBs with few exceptions, have never been sufficiently
motivated to extend beyond about 3000 trainee graduate annually.
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a. In the early 196s0, ten Regional Kanpwor Training Centers (RKTC's)
were successfully established to offer training courses of varyinr lengths
specifically to met industrial manpower needs In the regions. At the same
time, the decentralising, regionaliaation strategy was extended into the
provinces to sustain, Intensify and coordinate manpwer development efforts at
the grassroots.

9. Infrastructural support for training also by the early 1980s, had
became a major IMMC concerm. Besides expanding its *line" training program,
the MMYC improved its regional activities and developed services in manpower
guidance and career counselling, training and job induction and initiated
trade testing and skills certification.

10. The MMYC was transferred to the President's Office and enjoyed great
prestige. A system for improved manpower forecasting was developed. During
1982 MMfC began isplementing a Vocational Training Project funded by the World
Bank which supported regional diversification, training needs of small and
medium-scale export oriented industries and provided four additional Regional
Manpower Trainig Centers (RHTCs).11. A new initiative was developed with
industry, the training contract scheme (TCS) which has proved very successful
(para 2.20).

11. By 1978-1983,in the context of two national manpower development
plans, 13 regional and 15 sectoral training plans (for the garment. hotel and
restaurant, footwear and leathergoods, construction. automotive, metals and
engineering, wood products, utilities, printing, coal mining,land
transportation, textile, electronics, comeat, and food and beverage
industries) were under implementation.

12. Iz 1983, economic crisis hit the Philippines and the NMMC was forced
to make a review of its plans and program which had been upset by the sudden
rash of company closedouns, mass manpower lay-offs and business recession.
The National Manpower Plan (1983-1987) and, later revisions dictated by the
economic crisis, called for renewed emphasis on agricultural productivity and
self-employment, with a balanced agro-industrial manpower development
strategy, along with inculcating positive work attitude among workers and the
youth.

1/ The project still continues and is due for completion at the end of
1989. It remains to be evaluated but initial indications are that
it has achieved considerable success in expanding training places
and some in infrastructural services development.
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SiXm CONRSS OF THE REPUBLIC II. No. 16845
OF TPE PHILIPPINES S. No. 826
Fourth Seoslan

(REPUJBLIC ACT NO. 54621

A ACT STABLISSHING A RATTIQEA POLICY ON NANPOVER AND OUT-OF-SCNOOL
YOUm PLAN1ING AND DEVELOPHN, CREATTNG A NATIONAL MANPOWR AND
YOUMT COUNCIL AND OTHER INSTITUTIONS. AIM FOR OTER PURSES.

Be it enacted by the Senate and House of Representatives of the Philippines in
Congress assembled.

SECOR1-1. Title. This Act shall be known as the Man-power and Out-of-
School Youth Developmet Act of the Philippines.

SEC. 2. Declaration of Policy. This Act is a social legislation
intended to take care of, train and develop human resources and to establish
institutions and fozmulate integrated plans, programs and projects as will
insure efficient and proper allocation. accelerated development and optimum
utilization of the nation's manpower and out-of-school youth and thereby
develop civic efficiency and strengthen family life.

SEC. 3. Definitions. For purposes of this Act, the term "Manpower"
shall be understood to mean that portion of the nation's population which has
actual or potential capability of contributing directly to production of goods
and services.

'Out-of-school youth' shall be understood to mean that portion of the
nation's population between the ages of twelve to seventeen years who are not
regularly enrolled and undergoing formal academic or vocational training in an
institution recognized by the governmeent.

SEC. 4. National Mannower and Youth Council: Creation and Comoosition.
To carry out the purposes and objectives of this Act, there is hereby created
in the Office of the President a National Manpower and Youth Council, herein-
after referred to as the Council composed of the Secretary of Labor as ex-
officio chairman, the Secretary of Education as ex-officio vice-chairman. and
as ex-officlo members; the Chairman of the National Economic Council, the
Secretary of Agriculture and Natural Resources, the Secretary of Social
Welfare, the Secretary of Community Development, and the Chairman of the
National Science Development Board; and the Director-General of the council
who shall have no vote. In addition, the President shall appoint the
following members from the private sector with the consent of the Commission
on Appointments: two representatives of national organizations of industry;
two representatives of national labor organizations; and two from national
family and youth organizations for a term of three years and shall be entitled
to per diem of twenty-five pesos for each meeting and payment of travelling
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and necessary xpenses incurred in connectian with their duties therewith.
The Council shall meet as often as my be necessary, but not more often that
thirty times within one year.

SZC. S. Fumctions and Duties of the Council. The Council shall have the
following duties and functionst

(a) To formulte integrated, comprehensive, lang-teo: plans for efficient
allocation, accelerated development; and optimnm utilization of manpower and
out-of-school youth for economic and industrial growth and organize such
trainng centers, programs and projects as may be necessary to attain the
objectives of this Acts Provided, however. That all such progrAms and
projects shall be purely voluntary on the part of the trainees;

(b) To establish a National Manpower Skills Center under its authority
and supervision for demonstration and research in accelerated manpower and
youth trainIng as well as rteioual and local training centers for gainful
occupational skills in suitable locations, utilizing its own facilities and/or
those of selected educational institutions, government agencies, and volun-
tarily cooperating facilities and/or those of selected educational institu-
tions, government agencies, and voluntarily cooperating employers, trainees
and civic groups in nationwide, industry-wide or specific programs and
projects, and to adopt employment prcmotion schemes to charel unemployed
youth to critical and other occupations;

Cc) To praoulgate policies and standards for manpower and youth traihing,
conduct series and gather information on the size and characteristics of the
population and labor force, and adopt policies in skills development among
unemployed and underemployed persons, as well as tender assistance in skills
upgrading among craftsmen, technicians, trainers, and other persons;

(d) To administer all existing manpower and developmnt programs now
being done under any department of the government of the Philippines and on-
going technical assistance programs and/or grants in aid for manpoer and
youth development, and those which may be entered into between the Government
of the Philippines and international and foreiga organizations and nations, as
well as persons and organizations in the Philippines. The Council shall have
authority to enter into agreemats needed to implement programs and to act on
nominations of citizens of the Philippines for training in other countries or
jurisdictions;

(e) To evaluate the output of human resource development programs to gear
educational and training objectives to the requirements of the annual invest-
ment priorities plan and of rapid economic development, and to study levels of
wages and incentives for the utilization of manpower in critical occupations;

(f) To provide training assistance to any employer or group of employers,
upon filing of the appropriate petition with the Secretariat requesting for
accelerated or other forms of training, commencement or expansion of opera-
tions and upon the finding that the trainees or a reasonable number thereof
will be hired by the petitioning employer or industry at the completion of the
training course, in which cases, screening, payment of training fees, and
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pretesting of trainees shall pertal to the applicant fizm or industry
including the use of equipmet and supplies for training purposes;

(g) To nbmLt an annual report to the President and to Congress on plans,
program and projects oan manpower training and out-of-school youth develop-
meot. For this purpose, the Council may require all government agencies to
provide lformation In the preparation of said reports and

(h) To porform such other functions as will fully carry out the declared
national policy on mapower and out-of-school youth under this Act.

SEC. 6. Council Secretariat. For the fulfillment of the objectives of
this Act and the efficient performance of its functions, the Council shall
have a Secretariat headed by a Director-General appointed by the President oan
recomendation of the Council with the consent of the Comicssion on Appoint-
ments. The Director General shall organize the Secretariat, subject to the
approval of the Council. The Secretariat shall have au Office of I_4a0er
Pla1ng and Delopnt, an Office of Out-of-School Youth Developmnt, and a
National anpowr Skills Center.

The Director-General shall have the rank and emoluments of an under-
secretary and shall serve for a term of ten years. The directors of the
office and the skills center shall have the rank and emoluments of a bureau
director and shall be subject to civil service rules. The Director-General
and directors shall be natural born citizens, from 35 to 50 years of age at
the tin of appointment, have a masters degree or its equivalent- and
experience in national planning and development of human resources. The
director of the Skills Center shall, in addition to the foregoing qualifica-
tions, have undergone training in center management. Directors shall be
appointed by the President on recomendation of the Council with the consent
of the Commission of Appointments.

SEC. 7. Manower Trainins Consultative Board and Youth Consultative
Bggrd There are hereby established in the Secretariat the following consul-
tative boards!

(a) Manpower Training Consultative Board of not more than 10 membors,
composed of the Director-General as ex-officio chairman, the directors of the
Office of Manpower Planning and Devlopment and the Bureau of Vocational
Education as ex-officio vice-chairmen and, as members, three representatives
of labor and representatives of such industries as shall be determined by the
Council upon recommendation of the Director-General. The Board shall provide
technical guidance and accreditation standards for measurement of proficiency
among workers, and vocational-industrial trainers on all levels of industry
and government.

(b) Youth Consultative Board of not more than 10 members, composed of the
Director General as ex-officio chairmn, the director of Out-of-School Youth
Development Office as vice-chainran and as members% the director of the Women
and Minors Bureau and such consultants necessary for the work of the Office of
Out-of-School Youth Development upon recommendation of the Director of said
Office and appointment by the Council, which shall provide technical guidance
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in the planning and conduct of out-of-school youth training and development
program and projects, as well as long-range policies in their effective
guidance for economic and industrial growth.

ra. honoraria and travelling and other necessary expenses of representa-
tives and consultants shall be determined by the Council. in addition, the
Secretariat may avail of the technical guidance of persons, groups, and
organezations as may in its judgement aid in the effective performance of its
functions and duties under this Act.

SEC. S. Local Manpower and Youth Committees. The Couscil shall have the
authority to establish in the provinces and chartered cities local manpower
and youth committeess Provided, however, That such committees shall not
include as members thereof officers, enlisted men or any personnel of the
Armed Forces of the Philippines or of the Constabulary. Subject to the
approval of the Council, the committees shall plan and conduct accelerated
manpower training and out-of-school youth projects, determine manpower needs
of industry, agriculture, and other sectors of the economy within their
respective jurisdictions, and perforam other duties as may be assigned by the
Council or by law. Each committee shall be composed of the head of the city
of provincial development board or agercy as chairman, the head of the.
training center as vice-chairman, with. one prominent leader of industry, one
prominent labor leader, and one civic or education leader as embors who shall
receive no compensation except per tiem at fifteen pesos for each monthly
meeting and payment of travelling expenses incurred in connection with their
duties therewith. Committee members shall be appointed by the Council and
serve for a tern of three years.

SEC. 9. Emoloyment Service Trainina Functions. The Office of Manpower
Services under the Department of Labor shall render assistance to the Council
in the measurement of unemployment and underemployment, conduct of local man-
power resource surveys and occupational studies including an inventory of the
labor force, establishment and maintenance without charge, of a national
register of technicians who have successfully completed a training program
under this Act, and skilled manpower including its periodic publication, main-
tenance of an adequate and up-to-date system of employment infozmation and for
this purpose, all chartered cities and provinces shall organize local employ-
ment offices under the administrative control and the technical supervision of
the Department of Labor.

SEC. 10. Qualifications and Appointment of Personnel. The Director-
General shall appoint such personnel as may be necessary to carry out this
Act, subject to civil service rules: Provided, That except for those
appointed to positions involving purely clerical functions no person shall be
entitled to permanent appointment except upon satisfactory completion of such
career development courses as for manpower planning staff officers, manpower
training officers, youth development officers, youth training officers and
like or relevant courses as shall be prescribed by the Council: and Provided,
further, That after one year from the approval of this Act, the Civil Service
Commission, with the assistance of the Council shall hold appropriate competi-
tive written and oral examinations as basis for permanent appointments there-
in. The Director-General shall see to it that appointees are selected on the

I
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basis of superior perfomance standards in line with the highly specialized
functions assigned In this Act and shall certify to the same in appointments
submitted for attestation by the Civil Service Commission.

SIC. 11. gther Training Proa_ams. To avoid duplication of functions and
wasteful expenditure and in order to standardize the quality of skills
training through trade test standards and measurements, training progrms
conducted regularly by other government agencies and instrumentalities, not
otherwise covered by the provisions of this Act, shall be discontinued and
whateve funds are being diverted or used for existing mnpoer and youth
developmnt program shall revert to the offices to which they belong.

SIC. 12. Rules and Regulations. The Council shall issue the rules and
regulations necessary to implement the provisions of this Act.

SEC. 13. Angroriations. To carry out the provisions of this Act, the
su of twenty million pesos or so much thereof as may be necessary is hereby
appropriated out of the funds in the national treasury not otherise
appropriated to be distributed as follow8s

(a) For personel and maintenance expenses of the Secretariat of the
Council. the Manpower Training Consultative Board, the Youth-Consultative
Board, and Local Hanpower and Youth Committees, the sum of two aillion pesos;

(b) For the establisbment of the Council site, buildings, and equipment
of the National Mapower and Skills Center for the implementation of technical
assistance projects with the United Nations and other foreign and internation-
al sources, the sun of six million pesos;

Cc) For the establishment and operatlon of manpower training centers in
the cities and provinces, the sun of six million pesos: and

(d) For the establishment, maintenance and operation of out-of-school
youth centers, the sum of six million pesos.

Thereafter, the said amount or such amount as may be necessary shall be
included in the general appropriations Act.

SEC. 14. Segarabilit,. If for any reason, any part of this Act is
declared unconstitutional or invalid, no other section or provision of this
Act shall be affected thereby.

SEC. 15. Beoeal. Any and all Acts, statutes, rules and regulations or
parts thereof inconsistent herewith are hereby repealed, including Executive
Order No. 83 series of 1967 and Executive Order No. 53 of December 8, 1966.

SEC. 16. Effectivity. This Act shall take effect upon its approval.

Approved, April 11, 1960. ,



NHYC DEPARTHENTAL RESPONSIBILITIES

Office of the Director General

Office of the Deputy Director General

Legal Sta Corporate PlanIng Human Resource Public Information
a Projects Staff Development Staff Services

1. Advises differept 1. Coordinates the prepa- 1. Assists organizational 1. Develops and sets up aheads of organization- ration of the Agency's units at estimating public informational units on legal mat- corporate plan and Its human resources program for manpowerters affecting the operational plan. development needs. development and otherCouncil's policies and NHYC concerns.procedures.

2. Performans legal audit 2. Implements the Agen- 2. Helps design appraisal 2. Monitorsicoordinates 1on documents, con- cy's auditoring and systems supportive of with public informa-tracts, agreements, information system. NHYC strategies. tlion agencies and qzetc. 
other public offices
in the government.

3. Receives evidences, 3. Updates and generates 3. Designs activities toconducts hearings, information on all ac- ensure that indivi-
evaluates cases and tivities of the Agency duals are properly
recommendations and and processes them in- equipped vith skills
examinations in viola- to useful forms. and knowledge to carrytion of Council rules. out their jobs.
policies. etc.

4. Coordinates, collabo- 4. Reviewslevaluates pro- 4. Assists In creating oo Zrates with other go- ject proposals for fo- mechanisms that would m tovernment bureaus or reign fundings moni- enhance skills, promo-
offices on cases which tors and prepares sta- tional opportunities.
may involve the Coun- tus reports of foreign and career paths ofcil. assisted projects. NHYC employees.

5. Provides secretariat
support to Council
Proper meetings, Exe-
cutive Committee mee-
tings, and special
events.



Administrative Branch

Property Hanagement Personnel Services General Services Central ProcurementDivision Division Division Division

1. Recommends policies, 1. Recommends policies. 1. Recommends rules, pol- 1. Recommends policies.rules, regulations, rules, regulations, icies,. regulations rules, regulations.systems and procedures systems and procedures systems and procedures systems and proceduresfor warehousing, dis- for Council's buman for the repair and for the procurementtribution, utilization resources. maintenance of facil- and delivery of mate-and disposal of sup- ities, motor vehicles, rials and services.plies, materials, suditoring, adminis-spare parts, equipment trative training room,and for records man- dormitory, bunkhouse,agement. and executive offices.

2. Conducts studies on 2. Developslimplements 2. Provides services for 2. Procures and deliversutilization, handling comprehensive person- the repair, utiliza- materials and servicesof records. nel program, employee tion, control and for the different or-welfare and benefit maintenance of motor ganizational units; Iprograms. vehicles, buildings maintains harmonious 0.and facilaities of relationship with the 0NMYC. suppliers. 1
3. Assists NMYC Inspec- 3. Assists management In 3. Allosts and controlstors in receiving and administration. coor- gasoline utilization.inspection of deliver- dination and promotion

ies. of employee-management
relations program.

4. Conducts regular in- 4. Collects, analyzes,
ventory and disposal monitors and maintains 

:9Pof ------------ personnel records. 
W:supplies, materials, 

" tzequipment and spare
parts.

t$



Project Management Group

Vocational Training Project Footwear and Leathergoods Center Engineering Staff
Industry Center

I~~~~~~~~~~~~~~~ I

1. Recommends/controls and assists 1. Assistslfacilitates center opera- 1. Prepares training equipment re-

in development of poiicies and tions and provide administrative quirements and specifications for

guidelines for efficient im- and other auxiliary services in procurement of Training Center

plementation of specific program support of center operations. programs.
component assigned.

2. Monitors the progress and pro- 2. Conducts training to acceptable 2. Develops/planslcoordinates the

vides feedback on implementation international level in various preventive maintenance system for

of program components. fields. the equipment and related
facilities.

3. Coordinates/conducts research 3. Provides extension services to 3. Designs and fabricates standard

work and periodic evaluation of the footwear and leathergoods local training equipment tools

project components. industry. and training aids.

4. Reviews/consolidates reports and 4. Conducts applied research on 3. Undertakes research on technology

studies relative to specific indigenous materials. development to keep Center

projects. resources updated.

I t.
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|Finance Branch :

|Accounting Division | Budget Division l

1. Provides management with financial information on 1. Develops and improves budgetary methods and procedures

regular operations fund. corresponding to changes in the national budgetary
system.

2. Provides efficient processing of claims and obliga- 2. Provides technical assistance to budgetary units in

tions; monitors immediate settlement of suspensions application and utilization of budgetary method and

and disallowances by COA. budget system.

3. Provides technical assistance to regional accountants. 3. Prepares the Council budgetary estimates, work and
financial plan; conducts budget hearings of financial
requirement of all functional units; prepares
financial reports.

4. Prepares accountability reports for internal/external 4. Prepares/evaluatesjsupplempnts special budget for

information; coordinates with counterpart agencies on Council and functional units; review financial reports

policies and other reports requirements. to determine the standards.

5. Exercises direct supervision over budgetary, account-
ing and treasury functions of the vocational training
project.

_ ;
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Manpower Planning Office

Planning Division Rural Manpower Development Division Evaluation Division

1. Maintains/strengthens linkages 1. Translates national policies, 1. Evaluates NNYC programs/projects
with national policy-making bo- priorities, plans, directions in- based on national/internal poli-
dies and consultative entities to viable rural development pro- cies, priorities, plans and pro-
for the formulation, annual grams. gram objectives.
review and updating of national/
sectoral manpower plans.

2. Develops manpower planning sys- 2. Formulates policy/implementing 2. Undertakes studies to
tems, processes policy guidelines guidelines and undertakes pilot develop/validate/recommend/imple-
and data on manpower development. implementation of Rural Manpower ment concept, functional measures a

Programs and Projects. technaiques for evaluating man-
power projects and programs.

3. Organizes multisectoral consulta- 3. Establishes/maintains linkages 3. Conducts researches, surveys and
tion, annual review, and updating with other agencies/institutions maintains data bank on socioeco-
of national/sectoral plans. involved in rural development nomic indicators relevant to man-

projects. power development.

4. Provides consultancy services and 4. Provides technical, advisory, and
conceptualization. consultancy services in design

and conduct of evaluation and re-
search.

5. Conducts policy studies to serve
as basis for recommendation. 5. Establishes/maintains linkages

and exchange of evaluation/ D X

research expertise with counter- t

part nationallinternational agen-
cies/organizations.



National Institute for Skills Development Office
, _ I_

Skills Standards Training Technology tralnors Development Voatlonal GuidanceDevelopment D ivislon Division Division DiIYSion
I_ _ I TI

1. Undertakes development 1. Designsjdevelopsiac- 1. Develops, reviews, re- 1. Determines the voca-and formulation of quires learning mate- vises schemes and tional guidance re-skills standard tests rals, training metho- strategies for Im- quirement of theIn consultation with dologies. approaches plementation of train- Institute of trainingemployers' and wor- and system based on Ing programs conducts developments develops,kers' organizations, defined trade skills continuing studies and utilizes, validatesgovernment authorities standards. research on trainors- schemes and strategiesand trade experts. related development in recruitment ant!
activities. training.

2. Recommends policies to 2. Conducts validation. 2. Coordinates skills 2. Devises systems oftop management for im- pilot testing and eva- training programs for utilization, controlplementation of the luation of developed all levels of trainors and serve as clearingNational Occupational training technology. of NMYC. house of assessment, ISkills Testing and 
career guidance and 0%Certification program; 
motivation materials JsCoordinates, monitors 
and for data basedand controls the im- 
management.plementation of said

program.

3. Provides technical and 3. Designs/develops/ 
3. Undertakes researchesconsultancy services validates/reproduces 

and 2urveys to gene-In the development and training materials, 
rate data for develop-implementation of multi-media training ment of assessmentskills sthndards and materialslaide and career guidance andtests. programmed instruction data based management.materials.

4. Designs/develops ins- 4. Recommends policies; m Xtruments/procedures 
renders consultative Xfor the valida- 
and technical assis-tion/evaluation of tance to lmplementors Wcurricula, multi-media of vocational guidancetraining materials/ 
in training and deve-aids, training ap- lopment.proaches and methodol-

ogies.



Industry Hanpower Office

|Industry Board Secretariat|

1. Performs administrative and
secretariat functions for
Industry Board.

2. Promoteslexpands membership
base under direction of

- - - - - - Board of Trustees.

Industry Services Training Incentives
Division Division A

I I

1. Establishes the mechanism for proper 1. Formulates policies and programs
consultation with various industry under the general direction of ISO
sectors; setup industry monitoring desk and for consideration of the IB's
to keep track of development into man- Board of Trustees.
power terms of each industrial sector.

2. Formulatesjmonitors and evaluates new 2. Establishes the organizational plan-
manpower training scheme that shall be ning, business development capability
directly relevant and beneficial to and monitoring activities of IB.
industries. o M

3. Monitors and evaluates manpower train- 3. Packages/promotes/facilitates implemen- x

ing programs in various industries. tation of IB training programs.



National Skills Training Center

Service Center Unit Trainors Training Unit

1. Facilitates On-the-Job Training and 1. Conductslcoordinates/monitors
Trainors Group Job -----------. Trainors Training Program and

related activities.

2. Maximizes use of MSTC equipment and man-
power; assists NHYC offices in observing
cost reduction measures.

3. Evaluatesudetermines training quality and 0

acceptability of product output. a

Training Dvision| New Trades Development Division Operation Services Division

1. Conducts skills training pro- 1. Coordinates and supports INO in 1. Implements guidance program and
grams; servei as laboratory to research and study on manpower provides counseling services to
pilot test newly-developed cur- needs. trainees; provides and-monitors
riculum; provides updated tech- other training-related services.
nical expertise and consultancy
services.

2. Performs immediate and minor re- 2. Undertakes/pilot tests/recommends 2. Renders technicalladministrative/ " z
pair of training facilities and new training programs and/or maintenance services and safety x
equipment. courses. programs.

w



|Regional Manpower Development Office l

|Regional Manpower Training |Poincial Manpower Development | Cmmunity Training 
Center |Division _ _Centerl

1. Provides industrial basic skill 1. Handles/coordinates/monitors re- 1. Implements quality training pro-

training. ports periodically to operation grams for the out-of-school-youth
staff the status of manpower de- and unemployed adults based on
velopment activities done. opportunities, resources and

technology available in the area.

2. Upgrades courses for workers in- 2. Establishes multisectoral provin- 2. Assists in building up training

dustry and trai.nors' traning. cial training committees that capabilities of local organiaa- -

serve as ----------for rural com- tions.
munity-based training programs.

3. Serves as model skills training 3. Operates/maintains the provincial 3. Equips rural youth with liveli-

center. job center and skills data bank. hood and entrepreneurial skills.

4. Assists the staff office in im-
plementing all other manpower
programs.

w 
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MC PRQ BY GLASSMICAION

1. Co=nity Training Program (CTC)

1.1. Satellite

- Basic Skills Training

- Livelihood

- Cottage

1.2. Class B

- Basic Skills Training

- Livelihood

- Cottage

2. Manpower Training Center Program (MTCP)

2.1. EMTCIFLICINSTC

- Basic Skills T-aining

- Skills Upgrading

- Tech/Voc and Engineering Students

- Trainors Training

3. Training Contract Scheme (TCS)

3.1. Non-IB

- Basic Skills Training

- Skills Upgrading

- Supervisory
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- Trainors

e Technical

3.2. IB

- Basic Skills Training

- Skills Upgrading

- Supervisory

- Trainors

- Technical

4. Industry Boards (Non-TCS)

- Basic Skills Training

- Skills Upgrading

- Supervisory

- Trainors

- Technical

S. Training of Rebel Retuness (TRR)

- Basic Skills Training

- Livelihood

6. Women in Trades and Technology (WITT)

- Basic Skills Training

- Skills Upgrading

- Livelihood

1
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7. Commeity Training Center (CTC)

X Basic Skills Training

- Skills Vpgrading

- Livelihood

v cottage

8. Entrepreneurship Developmnt Program (EDP)

- YESDZV and TRED

9. Garments Industry Training Program (GITP)

- Sewing

- Knitting

- Embroidery

h.
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MIYC ACTMVTY -TABLES

TRADE TESTING AND CERTIFICATION

YEAR TESTED NO. CERTIFIED CERTIFICATION
R ATE Z

1975 48 20 41.67
1976 258 132 51.17
1977 674 372 55.20
1978 1,025 478 46.64
1979 2,440 921 37.75
1980 8.309 2.444 29.42
1981 9,723 3,609 37.12
1982 14,864 6,280 42.25
1983 18,848 8,745 46.40
1984 19,796 - 9,814 49.58
1985 27,041 14,683 54.30
1986 18,408 9,449 51.33
1987 27.024 10.044 44.57

Total 148,458 68,991 46.48

Source: NMYC.

Trainina Contract Scheme

A huge increase from 4,988 in 1986 to 20,599 in 1987 was achieved (see below).

TRAINING CONTRACT SCNDM
GRADUATES

LEVEL OF TRINING 1986 1987

Basic Skills Training 740 4.n50
Skills Upgrading 860 7,444
Supervisory Training 3,388 6,641
Trainers Training - 303
Technical Skills Training 2,161
Special Project. -

Total 4,988 20,599

Source: NMYC.
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mm
PLACEDENT

YEAR NO. RND NO. PLACED 3 MOMtNS OUJT

1987 22,129 12,137 8,663

1988 , 22,276 9,054 9,154

Total 44.405 ,. .191 17,817

11 To August 30, 1988.

Source: NMYC.

NUMER Of YC GRADUATES PLACED IN JOBS BY REGION - '387

NUME OF WORKRS
REGION PLACED IN JOBS

I (Ilocos Region) 873
iL (Cagayan Valley) 254

III (Central Luzon) 1,254
NCR (National Capital Region) 1.603 L
IV (Southern Tagalog) 1,383
V (Bicol Region) 1,506
VI (Western Visayas) 470
VII (Central Visayas) 855
III (Eastern Visayas) 930
IX (Western Mindanao) 683
X (Northern Mlndanao) 871
XI (Southern Mindanao) 306
XII (Central Mindanao) 1.149

Total 12,137

Source: NMYC.

Placement

The placement of NMYC graduates through the Placement Assistance Center
Program (PLACER) took off in 1987 with a total of 12,137 graduates placed, a
551 decrease from the total referred.

From 1987 to August 1988, a total of 21,191 graduates were placed in jobs.
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RMTC Outwits

Output frcm the ten operating RMTCs decreased very little, from 8,526 in 1986
to 8,283 in 1987 (see below).

TRAINING OUTPUT O RKTCs
GRADUATES

REGION 1986 1987

RNTC La Union 1,103 880
RSTC Tuguegarao - 475
RMTC Mariveles 769 700
RHTC Guinguinto 1,111 1,409
RMTC Batangas 717 641
RMTC Pill 669 772
MMTC Talisay 1,176 698
RNTC Cebu 1,103 1,503
ITC Davao 875 725
R1TC Iligan 1.003 480

Total 8,526 8,283

Sources MOMC.

Resional Trainina Output

There was a significant increase from 96,619 in 1986 to 156,346 in 1987, with
the most impressive gains recorded in northern and central Hindanao (see
below).

TRAINING OUTPUT BY REGION
GRADUATES

REGION 1986 1987

I (Ilocos Region) 8,035 10,775
II (Cagayan Valley) 7,018 8,775
III (Central Luzon) 13,797 15,314
NCR (National Capital Region) 7,073 14,917
TV (Southern Tagalog) 6,432 13,098
V (Bicol Region) 7,629 12,005
VI (Western Visayas) 9.543 13,200
VII (Central Visayas) 7,516 12,159
III (Eastern Visayas) 7,278 9,098
IX (Western Mindanao) 5.794 9.799
X (Northern Mindanao) 3,112 12,298
XI (Southern Mindanao) 8,314 9,579
XII (Central Mindanao) 4.878 15.329

Total 96,619 156,346
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Overall Training Out&uts

Table A Illustrates the total number of graduates in 1987 by type of program;
Table B Indicates training outputs by level of training provided and Table C
outputs by types of workers.

Table A

TRAING OUTPUT BY TYPE OF PBGRM
1987

GRADUATES

Commity Training Program 122,980
Regional Manpower Training Centers 10,375
Provincial Mapoer Training Centers 5,936
Training Contract Schem 20,599
Industry Boards 2,896
Camnity Training Centers 1.769
Entrepreneurship Development Program 491
Training for Rebel Returnees (814)
Training for Women in Non-Traditional Occupations (19125)
Training for Muslims and Other Cultural Minorities (220)

Total 165,046

Source: NHYC.

Table B

TRAINING OUTPUT BY TYPE OF PROGRAM
1987

LEVEL OF TRAINING GRADUATES

Basic Skills Training 52,748

Skills Upgrading 11,475

Livelihood Skills Training 89,906

Supervisory Training 7,963

Trainers Training 793

Technical Skills Training/Special Projects 2.161

Total 165,046
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Table C

TRAINING OUTPUT BY TYPES O WORmSRS

TYPES OF WORERS 1986 1987

Professional/Tecbnical Workers 2.373 3,766

Ezecutive/Managerial Workers 1,702 14,106

Clerical Workers 2,162 2,026

Sales Workers 1,075 637

Service Workers 13,110 16,745

Agricultural Workers 5.037 9,915

Production Workers 72,089 117.851

Total 97,548 165,046

Sources NMYC.
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TAnIG MoVISION FOR mR

Gowerinnt OrManizations

Technolo0Q and Livelihood Resource Center (21RC)

Kababaibang Barangay (UBB) Projects - Development of model self-help caomnity
enterprise projects. This involves the organization of wmen and girls to
undertake self-reliant livelihood projects with strong management support from
TLRC which provldes financial, technical, marketing and business managemnt
assistance. A pilot project was started in San Mlguel Bulacan in 1977.

Target Groups Mainly womenfolk in the comnmnities.

Resultst The UBN project in San Miguel, Bulacan,
has been highly successful and has been
acclaimed as one of the best modern
livelihood projects in Asia. Women (and
some men/boys) 12 years old and above,
representing around 12,000 households have
successfully undertaken income-generating
activities, including swine/frog raising.
fruit tree nurseries, and export-oriented
some industries such as knitting/crochet
and stuffed toy making.

Devartment of Social Welfare and Develoament CDSUD)

Practical Skills Development and Jb Placemqnt Program - provides training
courses in trades such as practical electricity and electronomics,
dressmaking, tailoring, animal husbandry, cottage industry, beauty culture,
massage and cooking as well as a job placement program for the trainees.

Target Group: OSY's: unemployed men and women (wamen
comprise around 74S of trainees).

Results: In 1987, some 61,521 were assisted
securing open employment or job placement.
Less than half of the graduates of any
single course ended up working in
occupations for which they were trained
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(except trainees in massage which had a
1001 absorption rates.

Women's Centers for Welfare and Development - organizes women to undertake
group income-generating and livelihood projects.

Target Groups Economically disadvantaged women.

Resultss The program benefited 14,200 women in
1987.

Philiines Busffiness for Social froatess (lISP)

Women 'Bilao' Vendors Project - a training and social credit assistance
project for women 'bilao' vendors in Metro Manila. Taking off from the SRLP-
experience, the social credit scheme is similar to that of its predecessor.
it provides soft loans to as much as P300 on the initial phase, P500 under the
self-employment phase and up to P3,000 on a case-to-case basis depending on
credit-worthiness.

Similarly, skills and small business management training programs are
provided. I

Target Group: Women 'Bilao' vendors of Metro Manila.

Results: Since it began in 1981 more than 100 women
vendors have availed themselves of the
program.

Wome in Finance and Intretreneurshiu (Wifel. Inc.

Livelihood Project - this NGO serves as a 'broker' that paves the way for tie-
ups between potential commuity-based micro-entrepreneurs and GO's and
NGO's/PVO's to fund livelihood projects. Under this set-up, unemployed
manpower in selected communities are grouped together, provided skills
training, financial and technical services 'in handicraft industries such as
basket-weaving, ceramics and pottery-making. etc., and may enter into viable
subcontracting arrangements with capital financiers with local and foreign
market tie-ups.

Target Group: Mainly comunity-based women workers and
OSY's.
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Foundation for the Advacemet of Filinlino (AP

Tondo and Villamor Air Base Livelihood Projects - a joint venture with TLRC,
these livelihood-cum-tecbnology projects involved women's groups, similar to
the Kababainang Barangay Projects.

Target Groups Mainly unemployed women among the urban
poor coamities in Tondo and Pasay.

Southern _PhiU1nqns Development Authority ($SU'A)

Barter Trade Project - provision of administrative assistance for the
operation of the barter trade in Southern Philippines whereby bonafide traders
are accredited to undertake traditional trading with neighboring islands.
Total project cost is P2.7M.

Target Group: Vendors. traders, housewives, rebel
returnees in Jolo, Cotabato and Zamboanga.

Results: The projects. which started in July 1966,
is still on-going.

MUnicipal Government of Pasit

Skills Training Program - this project identifies skills relevant to the
industries in Pasig and training residents in these skills. At present,
training programs are focussed on speed sewing and stuffed toy making. Other
courses include automotive, refrigeration and air conditioning and practical
electricity.

Target Group: Unemployed adults, OSY's and housewives.

Hospitality girls are trained in hair
science and cosmetology to give them
alternatives employment.

Results: Ongoing.

In co-operation with the National Manpower
and Youth Council. these programs are
conducted at the Manpower Training CenLer.

Livelihood and Loan Assistance Projects - civic and religious organizations
such as the Rotarians, the Parish Pastoral Councils, Christian Family
Movement. and Pasig Day Care Foundation have different livelihood projects in
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different Barangays. The projects are monitored by social workers of the
town's Department of Social Welfare.

Target Groups Housewives and OSY90.

Results: Ongoing. no available date on the number
of beneficiaries.

National Nanuower and Youth Council (HMWC)

Training of Women in Non-Traditional Areas, now known as women in Trade and
Technology (WITT) - started in 1979, the program provides skills training for
womn in areas traditionally occupied by men, including slectronosics, auto
transport, electrical construction, printing and welding trades.

Target Groups Mainly female unemployed workers, OSYTs.

Diversification of Women's Occupations Through Training (Demonstration
Project) - proposed to be started in 1988, this project is a follow-up of the
ezperimental project on training of women in non-traditional skills. It is
designed to-train more female along-side males, in traditionally male-
designated skills such as electricity, automotive trades, welding, furniture
and cabinet making, refrigeration and airconditioning, repair and maintenance
of office equipment, plumbing, masonry and carpentry. It also includes
training of women trainers. In support of training activity are ancillary
actions for occupational attitude change such as information and motivational
campaign, career guidance and counselling, and materials and curriculum
development.

This will serve as a demonstration project for regions XII and TV. GO's and
NGO's will be mobilized to support the program.

Target Groups Urban and rural women in Regions TV and XII.

Results: This 3 year project is being proposed for
TLO funding. Total project cost amounts
to P21.9 million.

Housine and nrban Develoosent Coordinating Council (HUDCC)
National Rousina Authority (HU)

Redirected Livelihood Development Program - provision of credit assistance,
training and technical assistance for the promotion of income-generating
activities in all NHA housing projects. This is a P20.9M project of which
08.4H are from foreign sources (UNICEF, WB, GTZ, KFW).
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Target Groups Vendors, OSY's, housewives, unemployed,
ex-political detainees, handicapped
individuals in Metro Manila.

W3tioaal Combsia ogm the ol. of Filipino Voom (NCRIIfl

Nalikatan sa Kaunlaran (BSE) - a program started in 1977 whereby women are
organized into provincial councils, municipal chapters or parangay units to
identify and implement projects on skills training and income generation,
education and values orientation, personal development, nutrition and health
co-operation with GO's and NGO's. While the BSK's implement projects, the
SCUE secures funding from local and foreign sources.

Target Group: Mainly rural wome and their famLlies.

mEsultss As of 1984, there were 132 duly organized
provincial BSE councils with about 3
million members. Reports from 57 councils
showed 3.6 million beneficiaries of 22
projects. The equivalent value of the
mem&trs' services, goods, cash raised and
money spent for these projects was P 55.6
million. By the end of 1988, the NCRNW,
in line with its new thrust of
concentrating on policy formulation rather
than program implementation, has turned
over the BSE program to a newly
established NGO, the Balikatan sa
Kaunlaran, Inc. The scope of the program
has been expanded to include not only
women but also the youth in both rural and
urban areas.

Departument of Education, Culture and Sports (DECS)

Functional Literacy and Livelihood Skills Pevelopment Project - provision of
functional literacy and short-term vocational skills, technical courses and
simple technologies on livelihood activities under the SeLf-Reliant Home
MOvement.

Target Group: Housewives, fishermen, OSY's, non-formal
education clientele nationwide.

Results: Some 159,500 people have benefitted from
the functional literacy and 484,300 from
the livelihood skills development programs
in 1987.
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2nLrtment of Labor and -Eloymnt (DOLE)
Bureau of Warn End Y NuOE orkers (Ba VY

Women in Development for Economic Planing - provision of credit assistance,
training and tecbnical assistance on good production and processing.

Target Groupt - Self-employed, low-income women , housewives.

Xamatra lamlarm Fomdtio. nc.

Exploited Women's Program - makes available a network of services, Christian
in essence and action, to those vwmen in need of rehabilitation and eventual
integration in society. It includes academic scholarship and skills training
to enhance employmet opportunities, cash loan assistance for starting small
business in order to achieve economic self-reliance, personality developmat
and famLly life education seminars workshops, and establishment of linkages
with GO's and NGO's in support of these activities.

Target Groups Sexually and economically exploited women.

Piliinase Shell Foundation. Inc.

Rome Technology Program for Qousewives/Magbuhay (Raghanapbuhay sa Bahay)
Program - trains housewives on simple household technology transfer, food
preservation and processing.

Target Group: Housewives of displaced sugar workers in
Negros Occidental.

Salvation Army. Philinoine Territory

Tncome-Generating Projects - provision of capital loan assistance for small-
scale business ventures. The amount of loans range from P300.00 to P5000.00
depending on the project type.

Target Group: Kainly women in low-income families.
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niwversity Comset, Utreach Proarasm (fUCOUP)

Cosmiaity out-reach and extension program of the Philippine Womens8 University

Livelihood Program - includes livelihood training on handicrafts, food
preparation/preservation and vending, comunal vegetable productions extension,
of loans for seedling, equipment and fertilizer needs as well as for small
business venturesl and operation of the UNICORP store which serves as
det stration and distribution center for how products.

Target Groups Families designated by the NM at Area Al
(Dasmarinas Bagong Bayan) who are former
urban slua dwellers and squatters; mainly
the community mothers.

Results, A total of 2,020 families In Area Al are
- covered by the program.

Tamua Vlrwns Christian Associaton of Quez_n Cit,

Development Education - provides training courses including sewing, tailoring.
cooking, baking, creative crafts, beauty culture, painting, photography and
steno-typing.

Target Groups Women and girls aged 5 and above who are
residents of Manila.

Livelihood Skills Training Program - provides vocational skills training
needed to set up and manage livelihood self-help enterprises.

Target Group: Housewives and jobless women who are
Quezon City residents.

NOTES

These examples are of training specificaliy target at women (or mainly at
women); many other training courses are open to anyone, and women participate
on the same basis as other groups.



NMYC INSTITUTIONAL ARRANGEMENTS FOR MANPOWER
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Policy making
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Related Manpower) Related Manpower)
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Regional Level I 14 Regional Manpower
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4 ~~~~~~~~~~~CLACDA

Sycip, Gorres, s
Volayo & Co. sFUNDTN SPONSORS (120 in total)
(SOV)s,, ,

(Private (Private Sector Companies)
Sector
Copany)

(NGO) (Government Dept.)

(Funding)

Sub-parish (Local)
Council govt.)

Our Lady (Church)

CAMARIN Livelihood and
Coammity Development (IIGO)
Ass.;ciation (CLACDA Inc.)

BENEFICIARIES I T]
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