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Dimensions Status

1. Strategic Framework

Advocacy for workforce development (WfD) is a priority on the political e
agenda, as expressed in a number of policies and sector strategies. Policies 000
and strategy documents, however, have yet to be aligned under a unified

strategic vision. The implementation of these strategies is challenged by a

lack of coordination among different ministries, the limited resources available

for WfD and, more generally, the country’s political situation.

2. System Oversight

Although institutional accreditation mechanisms are in place and valued by Latent

industry, competency-based testing is limited and a national qualifications ®000
framework is not yet in place. Government funding is insufficient for the

monitoring and improvement of programs, and allocations to institutions are

neither linked to performance nor supplemented by other sources.

3. Service Delivery

Despite improvements in access to training and the increased participation of Emerging
private providers, the quality of training continues to be a challenge. The lack ..OO
of financial autonomy, combined with limited financial resources allocated for

WIfD, has hindered a systematic review and evaluation of training programs.

In addition, the lack of up-to-date data about training outcomes and labor

market needs prevents institutions from reviewing and updating their

programs.
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Executive Summary

A decade of sustained economic growth from 2000 to 2010 enabled the Republic of Yemen to achieve substantial
improvements in social and economic indicators. The government’s commitment to education, expressed in the
development of level-specific strategies as well as sustained public investment, led to a remarkable expansion in access
to basic education and, consequently, higher demand at the secondary and tertiary levels. However, quality has
remained a challenge at all levels: Increased enrollment has not resulted in higher completion rates or improved student
performance, and students leave the education system ill-prepared for the labor market. After the events of 2011, and
reaching an unemployment rate of 29 percent in 2012—estimated at 60 percent for youth—workforce development
(WfD) has become a priority on Yemen’s political agenda.

The SABER-WfD benchmarking results, summarized below, reveal the various challenges faced by the WfD system in
Yemen. These include a strong supply-driven approach, weak links between education outcomes and labor market
needs, a small private sector, and a shortage of employment opportunities in the public sector. Addressing them will
require focused and sustained efforts and collaboration across multiple WfD stakeholders in the public and private
sectors, as well as civil society organizations and donors engaged in supporting WfD policies and programs. Capitalizing
on the increased attention given to WfD in the last two years, two priority actions could be pursued: (i) formulating a
unified strategic vision for WfD in Yemen; and (ii) identifying key economic sectors that are growing at the local level and
developing training and apprenticeship programs accordingly.

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS 3
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1. Introduction

Yemen, which belongs to the category of Least
Developed Countries according to the OECD’s
Development Assistance Committee, has faced many
challenges during the last two decades in its endeavor
to achieve an acceptable level of economic
development. Such challenges include high population
growth, slow economic growth, declining oil resources,
depleting water resources, a poor standard of public
health and education, widespread poverty, recurrent
conflicts, and political unrest. While no panaces,
workforce development (WfD) is nonetheless viewed by
the government as an important means for improving
the country’s socioeconomic prospects.”

To inform policy dialogue on these important issues,
this report presents a comprehensive diagnostic of the
country’s WfD policies and institutions. The results are
based on a new World Bank tool designed for this
purpose. Known as SABER-WfD, the tool is part of the
World Bank’s initiative on Systems Approach for Better
Education Results (SABER),”> whose aim is to provide
systematic documentation and assessment of the policy
and institutional factors that influence the performance
of education and training systems. The SABER-W{D tool
encompasses initial, continuing, and targeted vocational
education and training that are offered through
multiple channels, and focuses largely on programs at
the secondary and post-secondary levels.

Analytical Framework

The tool is based on an analytical framework® that
identifies three functional dimensions of WfD policies
and institutions:

(1) Strategic framework, which refers to the praxis of
advocacy, partnership, and coordination in relation
to the objective of aligning WD in critical areas to
priorities for national development;

(2) System Oversight, which refers to the arrangements
governing funding, quality assurance, and learning
pathways that shape the incentives and information
signals affecting the choices of individuals,

! See Annex 1 for a list of acronyms used in this Report.
? For details on SABER see http://www.worldbank.org/education/saber.
® For an explanation of the SABER-WfD framework see Tan et al 2013.
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employers, training  providers and other
stakeholders; and

(3) Service Delivery, which refers to the diversity,
organization, and management of training
provision, both state and non-state, that deliver
results on the ground by enabling individuals to
acquire market- and job-relevant skills.

Taken together, these three dimensions allow for
systematic analysis of the functioning of a WfD system
as a whole. The focus in the SABER-WfD framework is
on the institutional structures and practices of public
policymaking and what they reveal about capacity in the
system to conceptualize, design, coordinate and
implement policies in order to achieve results on the
ground.

Each dimension is composed of three Policy Goals that
correspond to important functional aspects of WfD
systems (see Figure 1). Policy Goals are further broken
down into discrete Policy Actions and Topics that reveal
more detail about the system.*

Figure 1: Functional Dimensions and Policy Goals in the
SABER-WfD Framework

[ 1. Setting a strategic direction for WfD

Strategic

=| 2. Prioritizing a demand-led approach to WD
Framework $

3. Strengthening critical coordination

[4. Ensuring efficiency and equity in funding

System
Oversight

6. Diversifying pathways for skills acquisition

[ 7. Enabling diversity and excellence in training provision

Service

| 8. Fostering relevance in public training programs

Delivery

=| 5. Assuring relevant and reliable standards ]

[ 9. Enhancing evidence-based accountability for results

Source: Tan et al. 2013

* See Annex 2 for an overview of the structure of the framework.
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Implementing the Analysis

Information for the analysis is gathered using a
structured SABER-WfD Data Collection Instrument (DCI).
The instrument is designed to collect, to the extent
possible, facts rather than opinions about WD policies
and institutions. For each Topic, the DCI poses a set of
multiple choice questions which are answered based on
documentary  evidence and interviews  with
knowledgeable informants. The answers allow each
Topic to be scored on a four-point scale against
standardized rubrics based on available knowledge on
global good practice (See Figure 2).° Topic scores are
averaged to produce Policy Goal scores, which are then
aggregated into Dimension scores.’ The results are
finalized following validation by the relevant national
counterparts, including the informants themselves.

Figure 2: SABER-WfD Scoring Rubrics

Latent Emerging Established Advanced
Limited Some instances of Systemic good Systemicgood
Engagment good practice practice practice meeting

global standards

Source: Tan et al. 2013.

The rest of this report summarizes the key findings of
the SABER-WfD assessment and also presents the
detailed results for each of the three functional
dimensions. To put the results into context, the report
begins below with a brief profile of the country’s
socioeconomic makeup.

®See Annex 3 for the rubrics used to score the data. As in other countries,
the data are gathered by a national principal investigator and his or her team,
based on the sources indicated in Annex 4; and they are scored by the World
Bank’s SABER-WfD team. See Annex 5 for the detailed scores and Annex 6
for a list of those involved in data gathering, scoring and validation and in
report writing.

®Since the composite scores are averages of the underlying scores, they are
rarely whole numbers. For a given composite score, X, the conversion to the
categorical rating shown on the cover is based on the following rule: 1.00 <
X < 1.75 converts to “Latent” 1.75 < X <2.50, to “Emerging” 2.50 < X <
3.25, to “Established;” and 3.25 < X <4.00, to “Advanced.”

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS
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2. Country Context

Sociopolitical context: Yemen is located at the corner of
the Arab peninsula. Although adjacent to some wealthy
countries, Yemen is classified as one of the poorest
countries in the Arab region with a GDP per capita of
$1,494 in 2012.” During the past five decades, Yemen
went through cycles of conflict and successive civil wars
that hampered economic and social progress. The
unification of the former Yemen Arab Republic and the
People’s Democratic Republic of Yemen in 1990 was
considered an important step towards stability,
especially with the promising oil discovery in the Ma’rib
and Shabwah governorates. However, for the last two
decades the newborn Republic of Yemen has faced a
wider range of challenges including escalating civil
unrest, a number of armed conflicts in the north and
south, and a resulting humanitarian crisis with over
300,000 internally displaced persons.?

The 2011 crisis and intensified conflict have caused
Yemen's fragile stability to deteriorate. With disturbed
supply and production chains, economic activity has
since declined by 11 percent, leading to increased
unemployment.’ Recent reports suggest that one in
three children is suffering from life-threatening acute
malnutrition and more than 10 million people are

SABER COUNTRY REPORT |2013

thought to be at risk due to food scarcity.™ As an urgent
measure to manage this crisis, a two-year Transitional
Program for Stabilization and Development (TPSD) was
created. The Program is intended to cover the current
political transition that is expected to culminate in a
new constitution and general elections in early 2014.
The hopes of Yemenis are high; they trust that the
outcome of the National Dialogue launched in early
2013 will pave the way for a new social contract that
addresses their basic development needs.

Socioeconomic indicators: The Human Development
Index (HDI) for Yemen is 0.458, ranking it at 160 out of
187 countries. Qil income provides about 75 percent of
national revenues and 90 percent of export revenues,
but the absence of new discoveries and the predicted
depletion of oil resources threaten to have a significant
effect on the country’s economy.

Poverty is an increasing threat for social and economic
stability in Yemen. Due to the fuel, food and financial
crisis of 2008, the number of Yemenis estimated to be
under the national poverty line (less than $2 a day)
went from 34.8 percent™ in 2007 to 42.8 percent® in
2008. With the recent events in 2011, estimates have
risen to 54.4 percent.”® A recent assessment concluded
that “the Yemeni economy is caught in a jobless slow
growth cycle leading to stagnant per capita incomes and
rising

Figure 3: Key Social Development Indicators in Yemen( 2005-2011)
110
90
70
50
87
30 66 71
10 39
10 "yrpan population (%  Life expectancy at  Infant mortality (per Access to an Literacy (% of Gross primary
of total population) birth (years) 1,000 live births) improved water ~ population age 15+)  enrollment (% of
source (% of school-age
population) population)
= Yemen = M. East &North Africa Lower Middle Income
Source: World Development Indicators (database), Yemen Rep. at a glance

’ World Development Indicators. See:
http://data.worldbank.org/indicator/NY.GDP.PCAP.CD.

& United Nations’ News Center. “Yemen’s humanitarian crisis could threaten
political gains, warns UN relief official”, May 16, 2013. See:
http://www.un.org/apps/news/story.asp?NewsID=449244#.UI7VCaLW6So

° World Bank (2012). Joint Social and Economic Assessment for the Republic
of Yemen.
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" \WFP (2012). Yemen Comprehensive Food Security Survey.

" World Bank & Republic of Yemen (2007). Poverty Assessment.
> UNDP (2010). Millennium Development Goals in Yemen.
http://www.undp.org.ye/yemen_mdgs.php

 The Fourth Human Development Report for Yemen, 2013
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levels of unemployment, particularly among the
youth”* Prior to the 2011 crisis, the MDG Report (2010)
indicated that Yemen was unlikely to achieve most of
the Millennium Development Goals by 2015 given the
slow progress of most indicators.

Poverty incidence is particularly high in rural areas,
home to 68 percent of the country’s population.
Heavily dependent on agriculture, the majority of jobs
available in the rural labor market do not require
literacy skills. In consequence, the rural-urban disparity
has been exacerbated by the low literacy rate among
the population over the age of 15 and the shortage of
education and training opportunities in rural areas.
Further, only half of the urban population has access to
improved water sources; hence infant mortality in
Yemen is significantly above the average among Lower
Middle Income countries (see Figure 3).

Gender inequality is common in rural and urban areas.
For the last six years, Yemen has been ranked last in the
World Economic Forum’s Global Gender Gap Index. The
gender gap in basic education is 31.8 percent, and
about half of the female population has limited access
to basic and reproductive health and family planning
services.'®

Access to education has increased remarkably in the last
decade, particularly at the basic level: Between 2000
and 2008, enrollment went from 3.6 million students to
4.3 million. By 2010/11, this figure increased to 4.7

Table 1: Overview of Education (2010/2011)

Number of Number of
Number of
enrolled teachers/ o
. institutions
students instructors
Early childhood 30,100 1997 549
education
Basic education 4.7 million 120,339 12,376
Secondary education 615,600 6891 331
Post-basic TVET 7,653 3,525 85
Post-secondary TVET 19,376
University 331,738 8,897 30
Source: Joint Social and Economic Assessment for the Republic of Yemen
(2012)

% World Bank (2012). Joint Social and Economic Assessment for the
Republic of Yemen. In cooperation with the United Nations,
European Union and Islamic Bank for Development.

> World Bank & Republic of Yemen (2007). Poverty Assessment

'8 United Nations Development Assistance Framework, Republic of
Yemen 2012-2015 (2011)
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million, reaching an enrollment rate of 86.1 percent.'’
Less improvement has been observed in secondary and
tertiary education, with gross enrollment rates of 46
percent in 2011 and 10 percent in 1999, respectively.™®
As shown in Table 1, enrollment in both secondary and
post-secondary technical and vocational education and
training (TVET) is significantly smaller than in general
education, which suggests an equally small participation
of this subsector in labor market dynamics. This is
partially explained by the negative social perception of
TVET.”

Demographics and Employment: The population of
Yemen was estimated at 23.8 million in 2012, growing
at an annual rate of 2.3 percent.”” With 74 percent of
the population under the age of 30, Yemen has the
most youthful age structure in the world outside sub-
Saharan Africa.” This consequently puts pressure on
education and health services, drinking water and
employment opportunities. Only 4 percent of Yemenis
are aged 60 or older (see Figure 4).

In 2010, about 4.8 million people were engaged in the
labor force which, compared to 3.6 million in 2004,
suggests an annual growth of 5.7 percent.”” According
to the formal Census of 2004, women represent quite a
small percentage of the official labor force (less than 5
percent). The majority of employment opportunities in
Yemen are in the informal sector, particularly in
agriculture and trade and services (see Figure 5). An
informality rate of 91.4 percent in 2011% reflects the
inability of the formal sector to provide job
opportunities, the fragmented and weak nature of the
country’s labor market, and the need to support small

7 MoE (2012). The Second Framework of the Mid-Term results
(2011-2015)

'8 Most recent data available for tertiary education corresponds to
1999. UNESCO Institute for Statistics. See:
http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?Re
portld=121&IF_Language=eng&BR_Country=8850.

Y The Ministry of Social Affairs and Labor (2012). The Yemeni Labor
Force and The Most Important Jobs Required for the Labor Market.
A draft of arecent study (not published yet)

2 World Development Indicators. See:
http://data.worldbank.org/indicator/SP.POP.GROW

2! United Nations Population Division. 2009. World Population
Prospects: The 2008 Revision.

2 The Fourth Human Development Report for Yemen, 2013

% World Bank (2012), Op. Cit.
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and medium-sized enterprises (SMEs) in contributing to
job creation.

Agriculture is the main source of income for 73.5
percent of Yemenis, whether engaged directly in
agriculture or working in agriculture-related services.
The sector’s contribution to GDP was 12 percent in
2010,%* and about 33.1 percent of the total national
income according to the Household Budget Survey
(2005/2006). Given that Yemen has one of the lowest
levels of water availability per capita and agriculture
utilizes 90 percent of the country’s groundwater,
agricultural production has been adversely impacted by
recurrent and severe water shortages.

Agriculture, fisheries, construction, and general services
are seen as the sectors with the biggest potential for job
creation.”® Despite the vulnerability of the agriculture
sector to water scarcity and climate changes, it is still a
main source of income for most of the population in
rural areas. The service sector, including supermarkets,
restaurants and training facilities, is growing at a fast
pace in urban areas and has contributed to job
creation.”

Figure 4: Population per age category -2010

m 0-15
m 15-29
m 30-39
m 40-49
m 50-59
m 60+

Source: The Fourth Human Development Report for Yemen, 2013)

* Central Statistical Organization 2010. CSO Statistical Yearbook 2010.
Sana’a. www.cso-yemen.org

» Ministry of Planning and International Development, (2013). The Fourth
Human Development Report for Yemen.

% The Ministry of Social Affairs and Labor (2012). The Yemeni Labor Force
and The Most Important Jobs Required for the Labor Market. A draft of a
recent study (not published yet)
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Unemployment is still very high: 52.9 percent for youth
(aged 15-24), and 44.4 percent for adults (aged 25-
59).”” Unemployment among women was estimated at
40.2 percent in 2006 compared to the national average
of 14.6 percent. Interestingly, unemployment is higher
among graduates from general secondary and tertiary
education, as they tend to compete for full-benefit jobs
in the public sector, even when it represents only 21
percent of total jobs available. This situation is also
explained by the relatively high entry barriers in the
private sector, which usually requires qualifications that
are likely to be unaffordable for recent graduates such
as fluency in English, computer skills or practical
experience.”® As indicated in Figure 5, these types of
skills are not readily available in an economy where an
important proportion of the workforce is employed in
typically low-skilled sectors such as agriculture,
fisheries, and trade and services. Thus, wide skills gaps
and the weak absorptive capacity of the labor market
can be considered as two critical constraints to the
development of Yemen’s workforce.

Figure 5: Manpower contribution to the economic sectors
0%

® Agriculture & fisheries

1%

4% = Trade and services

= Public sector

= Construction works

= Transport
&Telecommunication

® Manufacturing

w Electricity, gas and water

w Extractive industries

Others

Source: The Fourth Hur;an_Development Report for Yemen, 2013.

?” Data from the Ministry of Planning and International Development for
2012.

*8 GTZ & GET/ICON, (2008). Findings of Technical Education and Vocational
Training (TEVT) sector mission in the Republic of Yemen; and World Bank &
Sharing Expertise in Training (2004). Technical Education and Vocational
Training in Yemen and its Relevance to the Labor Market
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3. Overview of Findings and Implications

This chapter highlights findings from the assessment of
Yemen’s workforce development (WfD) system based
on the SABER-WfD analytical framework and tool. The
focus is on policies, institutions, and practices in three
important functional dimensions of policymaking and
implementation—strategic framework, system
oversight, and service delivery. Because these aspects
collectively create the operational environment in
which individuals, firms, and training providers, both
state and non-state, make decisions with regard to
training, they exert an important influence on observed
outcomes in skills development. Strong systems of WfD
have institutionalized processes and practices for
reaching agreement on priorities, collaboration and
coordination, and generating routine feedback that
sustain continuous innovation and improvement. By
contrast, weak systems are characterized by
fragmentation, duplication of efforts and limited
learning from experience.

The SABER-W{D assessment results summarized below
provide a baseline for understanding the current status
of the WfD system in Yemen, as well as a basis for
discussing ideas on how best to strengthen it in the
coming years.

Overview of the SABER-WfD Assessment
Results

Figure 6 shows the overall results for the three SABER-
WD Functional Dimensions.? For Strategic Framework
and System Oversight, Yemen is rated at the Latent
level (1.7); and for Service Delivery, the score reaches
the Emerging level of development (1.9).

At the strategic level, the findings suggest that advocacy
for WfD is a priority on the political agenda, as
expressed in a number of policies and sector strategies
for WD, including the 2014-2016 National Plan for
Youth Employment, developed during the country’s
transitional phase (2012-2014). Policies and strategy
documents, however, have yet to be aligned under a
unified strategic vision. The implementation of these
strategies by different ministries (i.e., education,
vocational training, higher education, health, labor, etc.)
does not take place in a coordinated fashion.

% See Annex 5 for the full results.
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Implementation also faces challenges due to the
political situation in the country and the limited
resources available for WfD.

At the system oversight level, the assessment shows
that institutional accreditation mechanisms are in place,
but competency-based testing is limited and a national
qualifications framework is not vyet in place.
Government funding of training providers is neither
linked to performance, nor supplemented by other
sources. In addition, scarcity of funds impedes
monitoring and improvement of programs.

At the service delivery level, the findings suggest that,
despite improvements in access to training and
increased participation of private providers, the quality
of training continues to be a challenge. The lack of
financial autonomy, exacerbated by limited financial
resources allocated for WD, has hindered a systematic
review and evaluation of training programs. In addition,
the lack of up-to-date data about training outcomes and
labor market needs prevents institutions from reviewing
and updating their programs.

Figure 6: Yemen’s Dimension-Level Scores

Dimension Policy Goal
1. Direction

2. Demand-led

=
o
i
-
@
5
w

|

Framework

i IHI it

3. Coordination

4. Funding

5. Standards

System
Oversight

6. Pathways

7. Excellence

8. Relevance

®
=
o

9. Accountability

1 2 3 4

Note: See Figure 2 for an explanation of the scale on the horizontal axis.
Source: Based on analysis of the data collected using the SABER-WfD
questionnaire.
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Policy implications

The demographic and socioeconomic situation of the
country, combined with the analysis provided in this
report, clearly indicates the need to develop a unified
strategic vision of what Yemen wants to achieve
through the development of its workforce. As identified
by the SABER-WfD assessment, a national WfD plan
should prioritize measures to address skills constraints,
adopt a demand-driven approach to training provision,
and improve the quality and relevance of current
education and training programs. Coordination of
efforts from different WD stakeholders is crucial to
translate the vision and related strategies into actions
that can effectively contribute to better preparation and
utilization of the country’s human resources.

A comprehensive review of current vocational
education and training programs is necessary in order to
bridge the vast gap between graduates’ skills and labor
market needs. With an increasing unemployment rate,
weak investment by the private sector, and rapidly
expanded poverty, there is an urgent need to design
and diversify training programs, especially those related
to small- and medium-sized enterprises (SMEs). The
increased diversity in training providers and programs
must be accompanied by the establishment and
enforcement of quality standards and monitoring and
evaluation systems.

As Yemen seeks to embark on formulating a new
constitution, the opportunity to address the most
pressing challenges of the country’s WfD system seems
unique. It is true that political stability is a key pillar for
any country to achieve socioeconomic development,
but the willingness and enthusiasm of different political
powers engaged in a long process towards building a
new Yemen would pave the road for WfD key
stakeholders to bravely commence a concrete reform of
education and training programs.

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS
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4. Aligning Workforce Development to Key
Economic and Social Priorities

Workforce development (WfD) is not an end in itself but
an input toward broader objectives — of boosting
employability and productivity; of relieving skills
constraints on business growth and development; and
of advancing overall economic growth and social well-
being. This chapter briefly introduces Yemen's
socioeconomic aspirations, priorities and reforms
before presenting the detailed SABER-WfD findings on
Strategic Framework.

Socioeconomic Aspirations, Priorities and
Reforms

Security threats and continued conflict in Yemen have
diverted the government’s attention and resources
from critical development priorities. In recent years, the
country has undertaken significant efforts to address
immediate humanitarian needs and restore basic
services destroyed by recurrent attacks on oil pipelines
and power lines. The Transitional Program for
Stabilization and Development (TPSD) for 2012-2014,
prepared by the Yemeni government in 2012, focused
on four priorities:

1. Finalizing the peaceful transfer of power and
restoring political stability

2. Achieving security stability and enhancing the rule
of law

3. Meeting urgent humanitarian and material needs

4. Achieving macroeconomic stability

Two initiatives related to WD can be distinguished. The
first is to implement a parallel emergency response to
address the deteriorating socioeconomic situation in
the country by improving livelihood conditions and job
creation in the short term. The second is to initiate a
medium-term Economic Recovery Program.*

Yemen has also embarked on longer-term initiatives to
improve its WfD system. The last two decades have
witnessed the development of six strategies for
different education levels, covering basic education,
secondary education, literacy and adult education,
higher education and scientific research, and technical

* Ministry of Planning and International Development, 2012. Transitional
Program for Stabilization and. Development (TPSD) 2012 — 2014
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and vocational education and training (TVET) (see Box
1).

Examples of key laws include:

e General Education Law No.45, 1992

e Technical Education and Vocational Training Law,
2006

e Community Colleges Law No. 5, 1996

e Labor Code Act No. 5, 1995

Although these laws and strategies reflect the
commitment of policymakers towards enhancing WD in
the country, coordination mechanisms need to be
revisited. Most of these strategies work independently,
which has led to major disconnects in terms of
investment and implementation. A coordinated vision
for skills development is crucial for Yemen to effectively
capitalize on the “demographic gift”*! and increase
employment opportunities for its youth.

Box 1: Major Education Strategies in Yemen
Since 2002, the government has approved the following
strategies:

1. The National Basic Education Development Strategy (NBEDS,
2003-15), which aims to increase enrollment with an
emphasis on girls and rural areas.

2. The National General Secondary Education Strategy (NGSES,
2007-2015), which aims to provide equitable and cost-
effective quality education and focuses on recruitment,
deployment, and monitoring of teachers.

3. The National Strategy for the Development of Vocational and
Technical Education (NSDVTE, 2004—2014), which aims to
achieve an “adequate” balance between general education
and TVET and focuses on attracting students and granting
greater autonomy to the Skills Development Fund.

4. The National Strategy for the Development of Higher
Education in Yemen (NSDHEY, 2006), which focuses on four
areas of reform: governance, finance, quality, and
diversification.

5. The National Children and Youth Strategy (NCYS), which
focuses on identifying issues that are most likely to impact
the achievement of the MDGs, and coordinating actions to
address them.

6. The National Strategy for Literacy and Adult Education,
which aims to eradicate illiteracy among the population aged
between 10 and 40 years old.

Source: Joint Social and Economic Assessment for the Republic of
Yemen. World Bank, 2012.

*' The "demographic gift," also known as the demographic window of
opportunity, connotes the presence of a large working-age population and
low dependency ratio.
http://www.shababinclusion.org/section/about/why_shabab
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SABER-WID ratings of the Strategic
Framework

In the SABER-WfD framework, the role of WfD in
realizing Yemen'’s socioeconomic aspirations
materializes through actions to advance the following
three Policy Goals: (i) setting a strategic direction for
WIfD; (ii) fostering a demand-led approach in WfD; and
(iii) ensuring coordination among key WfD leaders and
stakeholders. The ratings for these Policy Goals are
presented and explained below.

Based on data collected by the SABER-WfD
guestionnaire, Yemen receives an overall rating of 1.7
(Latent) on the Strategic Framework dimension (see
figure below). This score is the average of the ratings for
the underlying Policy Goals relating to: (i) Setting a
Direction for WfD (2.0); (ii) Fostering a Demand-led
Approach to WD (1.8); and (iii) Strengthening Critical
Coordination for WfD (1.3). The explanation for these
ratings on the Policy Goals and their implications follow
below.

Figure 7: SABER-WfD Ratings of Dimension 1
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Note: See Figure 2 for an explanation of the scale on the horizontal axis.
Source: Based on analysis of the data collected using the SABER-WfD
questionnaire.

Policy Goal 1: Setting a Strategic Direction for WfD

Leaders play an important role in crystallizing a strategic
vision for WfD appropriate to Yemen’s unique
circumstances and opportunities. Their advocacy and
commitment attracts partnerships with stakeholders for
the common good, builds public support for key
priorities in WD, and ensures that critical issues receive
due attention in policy dialogue. Taking these ideas into
account, Policy Goal 1 assesses the extent to which
apex-level leaders in government and in the private
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sector provide sustained advocacy for WD priorities
through institutionalized processes.

Yemen is rated at the Emerging level (2.0) on this Policy
Goal, reflecting a fragmented advocacy for WfD by
government champions, lack of participation in policy
dialogue from non-government stakeholders, and the
existence of various WfD measures that are yet to be
institutionalized, coordinated, and strengthened.

Overall, advocacy for WfD in Yemen can be best
described as fragmented. Such advocacy is more
evident on paper, but has rarely materialized into
specific programs. Prior to the 2011 crisis, considerable
progress had been achieved in developing different
national  education strategies and expanding
educational services and institutions throughout the
country. A cabinet decree, issued in 1998, declared May
24 as the national day for TVET, on which exhibitions
and public events were to be held. In 2004 the
government approved the National Strategy for the
Development of Vocational and Technical Education
(NSDVTE, 2004-2014). WfD was part of the
government’s National Reform Agenda (NRA) (2009-
2010), and one of its top priorities included achieving
sustainable growth rates that would help reduce
unemployment and poverty.

During and after the crisis, the government has
undertaken various measures to address the most
pressing issues of WfD. In the midst of the political
uprising, the previous government tried to mitigate
protesters’ anger by issuing a presidential decree to
employ 60,000 youth, many of whom had been long
waiting for a government position in the Ministry of Civil
Service lists. This unplanned and temporary measure
added a financial burden to the state budget and was
then followed by a suspension of any new employment
opportunities in the public sector for two years. With
increased public attention on the high level of youth
unemployment and the need to address skills
mismatches, advocacy for WfD became more noticeable
in the formal speeches of key political leaders such as
the President and Prime Minister. WfD was established
as one of the four priorities of the TPSD and has been a
predominant topic in the National Dialogue in which
Yemen is currently engaged.

Increased advocacy for WfD has not led to coordination
of stakeholders or measures. Government champions
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have identified higher education (universities and
colleges) and initial vocational education and training
(IVET) at the secondary and post-secondary levels as
priorities in  supporting economic and social
development. However, little has been done to identify
WD priorities in these areas or to establish coordinated
and widespread support for WD in the country. Donors
have supported stakeholder coordination efforts in the
past, best represented by the establishment of the
Ministry of Technical Education and Vocational Training
in 2001, but such achievements are highly dependent
on the availability of donor leadership and funds.

Policy Goal 2: Fostering a Demand-driven Approach

Effective advocacy for WfD requires credible
assessments of the demand for skills, engagement of
employers in shaping the country’s WfD agenda and
incentives for employers to support skills development.
Policy Goal 2 incorporates these ideas and benchmarks
the system according to the extent to which policies and
institutional arrangements are in place to: (i) establish
clarity on the demand for skills and areas of critical
constraint; and (ii) engage employers in setting WfD
priorities and in enhancing skills-upgrading for workers.

Yemen is rated at the Emerging level (1.8) for Policy
Goal 2 reflecting the modest steps made so far to foster
a demand-driven approach. Although donor-led
systematic and ad-hoc assessments of the country’s
economic prospects have been conducted in recent
years (particularly after the 2011 crisis), they have not
included analyses of skills needs and have not benefited
from input from employers or research institutions.

The low score for this Policy Goal indicates the
dominance of a supply-driven approach in Yemen. An
important obstacle to the fostering of a demand-driven
approach is the unavailability of accurate and updated
data on the demand for skills. A designated unit under
the Ministry of Labor used to provide this information
but, due to lack of funding, this unit’s responsibilities
were modified in 2005 and it currently focuses on
collecting and presenting annual statistics about foreign
laborers only.*

*2 This was confirmed in an interview with key personnel in the Ministry of
Labor and the Ministry of Technical Education and Vocational Training
(MTEVT).
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The last national comprehensive labor survey was
conducted in 2003. The drastic changes that Yemen’s
economy has endured since then call for an updated
labor-demand survey. During the last 10 years, the
demand for skills has been identified through ad-hoc,
informal and non-systematized ways. Examples of such
ad-hoc identification mechanisms include small-scale
studies and surveys, mainly prior to establishing donor-
supported programs. Such studies or surveys are not
usually shared with or validated by other relevant WfD
stakeholders and therefore are not used to feed into a
well-developed labor market information system
(LMIS). There is a critical shortage of national and
strategic studies or surveys that identify skills and
qualifications needed locally and regionally. Also, there
is little information on the basic characteristics and
trends of the labor market.

As more than 1 million Yemenis work abroad and
remittances are important for the country’s economy, >
information on labor market trends and demand for
skills  would benefit from including neighboring
countries. Any strategic WfD planning needs to be
informed by solid research on the kinds of jobs available
in the Gulf countries, particularly those typically
performed by Yemenis.>* Special attention should be
given to Saudi Arabia as the main destination of
Yemenis, given its geographic proximity and availability
of job opportunities. The impact of Saudi Arabia’s labor
market dynamics was demonstrated in April 2013 when
new labor regulations forced more than 200,000
Yemeni workers to leave the country. The International
Organization for Migration (IOM) believes that more
Yemeni workers will return home as Saudi Arabia
continues to enforce these recent regulations.

Policy Goal 3: Strengthening Critical Coordination

Ensuring that the efforts of multiple stakeholders
involved in WfD are aligned with the country’s key
socioeconomic priorities is an important goal of
strategic coordination. Such coordination typically

* For more information on remittances and migration in Yemen, see: World
Bank, Migration and Remittances Factbook, 2011 at:
http://siteresources.worldbank.org/INTPROSPECTS/Resources/334934-
1199807908806/Yemen.pdf

** GTz & GET/ICON, (2008)

3% |0M, “Yemen Struggles to Absorb Returnees from Saudi Arabia” July 5,
2013. See: https://www.iom.int/cms/en/sites/iom/home/news-and-
views/press-briefing-notes/pbn-2013/pbn-listing/yemen-struggles-to-absorb-
return.html
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requires leadership at a sufficiently high level to
overcome barriers to cross-sector or cross-ministerial
cooperation. Policy Goal 3 examines the extent to which
policies and institutional arrangements are in place to
formalize roles and responsibilities for coordinated
action on strategic priorities.

Yemen scores at the Latent level for Policy Goal 3 (1.3).
While some legislation and agreements amongst
stakeholders exist to promote coordination, resulting
committees or coordinating boards have not succeeded
in enabling strategic coordination and their efforts
rarely lead to significant and sustainable achievements.

Four ministries in Yemen have legally-defined roles and
responsibilities for WfD: the Ministry of Education
(MOE), the Ministry of Technical Education and
Vocational Training (MTEVT), the Ministry of Higher
Education and Scientific Research and the Ministry of
Social Affairs and Labor (MOSAL). Each ministry is
responsible for a different education level; hence a
major overlap in mandates is not common. The role of
non-government WfD stakeholders in policy dialogue is
not regulated. The mandate work and general role of
trade unions and civil society organizations are
determined by the law, but there are no provisions
directly associated with WfD. Participation of these
stakeholders takes place in workshops, conferences, or
meetings for consultative purposes.

Coordination among WfD stakeholders faces three main
challenges. First, there is no champion or strategic
vision for WfD around which stakeholders can
coordinate. Second, few mechanisms exist for
coordination  between government and non-
government WfD stakeholders. Third, established
coordination mechanisms, such as the Supreme Council
for Education Planning (SCEP), advisory coordinating
boards, and inter-ministerial committees, have
delivered suboptimal results.

The SCEP is in charge of developing strategies for
different education paths and collecting annual
education statistics. Its role has been limited to advising
policy-makers, and has not been reflected in increased
ministerial coordination. Legally established advisory
coordinating boards under MTEVT are responsible for
coordination between different WfD stakeholders in a
way that fosters better policies and programming. For
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example, the Supreme Council for the Skills
Development Fund includes representatives from the
Ministries of Finance, Trade and Industry, and Legal
Affairs, as well as the Federation of Chambers of
Commerce, the General Federation of Trade Unions of
Yemen, and small- and medium-sized enterprises
(SMEs). Despite the representation of a wide range of
stakeholders, the stability of communication and
coordination in this and other boards depends on
personalities and loyalties, which is the result of a lack
of institutionalization, clear lines of responsibility, and
stakeholder accountability. On the other hand, inter-
ministerial committees, officially established to enhance
coordination, have found that institutional incentives
within  ministries (regarding information sharing,
communication and collaborative work at the technical
level) support the protection of territorial interests
rather than collaboration towards a common goal. In
addition, financial and administrative autonomy is
highly protected by these ministries, which makes them
inflexible and less willing to coordinate.
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5. Governing the System for Workforce
Development

An important function of workforce development (WfD)
authorities is to foster efficient and equitable funding of
investments in workforce development, facilitate
effective skills acquisition by individuals, and enable
employers to meet their demand for skilled workers in a
timely manner. The objective is to minimize systemic
impediments to skills acquisition and mismatches in
skills supply and demand. This chapter begins with a
brief description of how the WfD system is organized
and governed before presenting the detailed SABER-
WIfD findings on System Oversight.

Overall Institutional Landscape

The main actors in Yemen’s WfD system are the
Ministries of Technical Education and Vocational
Training (MTEVT), Education (MOE), Higher Education
(MOHE), Finance (MOF), and Social Affairs and Labor

Figure 8: Institutional Landscape of Yemen’s WfD System
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(MOSAL). WTD is treated as an integral and central part
of the national strategies and action plans of these
ministries. It is also included in the five-year national
plan.

The MOE is responsible for basic and secondary
education, in addition to literacy and adult education
matters. The MOHE is concerned with tertiary
education and directly supervises public and private
universities. The MTEVT oversees all types of long- and
short-term technical education and vocational training
programs at the post-basic and post-secondary levels.
These three levels of education are overseen by the
Supreme Council for Education Planning (SCEP), which
acts as the coordinating body, approves annual
education plans, and gathers annual education
statistics. The relationship between SCEP and the
Ministries, however, is not hierarchical. Given that the
different ministries depend on the MOF, which controls
their funding and annual budgets, the ability of SCEP to
ensure coordination and effective implementation of
WD strategies is rather limited (see Figure 8).
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SABER-WI1D ratings on System Oversight

According to the data collected by the SABER-WfD
guestionnaire, Yemen receives an overall rating of 1.7
(Latent level) for system oversight (see Figure 9 below).
This score is the average of the ratings for the
underlying Policy Goals: ensuring efficiency and equity
of funding (1.4); assuring relevant and reliable
standards (2.1); and diversifying pathways for skills
acquisition (1.7). The explanation for these ratings
follows below.

Figure 9: SABER-WfD Ratings of Dimension 2
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TVET programs at a disadvantage. Hence, although TVET
in Yemen has benefited from a relative increase in
budget in the last decade, current funding is still not
sufficient to improve the quality of vocational education
and training programs.

Figure 10: Recurrent Government Expenditure by Level
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Source: Based on analysis of the data collected using the SABER-WfD
questionnaire.

Policy Goal 4: Ensuring Efficiency and Equity in
Funding

WIfD requires a significant investment of resources by
the government, employers, and households. To ensure
that these resources are effectively used it is important
to examine the extent to which policies and institutional
arrangements are in place to: (i) ensure stable funding
for effective programs in initial, continuing and targeted
VET; (ii) monitor and assess equity in funding; and (iii)
foster partnerships with employers for funding WfD.

Yemen is rated at the Latent level (1.4) on Policy Goal 4.
This rating reflects the inadequate levels of funding for
technical and vocational education and training (TVET),
the lack of autonomy of training providers over
expenditure decisions, and the limited efforts towards
assessing the impact of funding for WfD on the
beneficiaries of training programs.

As Figure 10 indicates, the largest proportion of public
expenditure on education is allocated to basic and
secondary levels, with only a small proportion being
allocated to TVET. Lower enrollment in TVET programs,
combined with relatively higher operational costs, puts
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Source: World Bank, Education Status Report (2010)

In general terms, the government has two sources of
funding for WfD: general taxation and mandatory
contributions towards the Skills Development Fund
(SDF), which finances short programs for continuing
vocational education and training (CVET).

Decisions on capital investments, salaries and other
operational spending are proposed by the relevant WfD
ministries, but controlled by the MOF, which
administers training budgets through a very centralized
process. The MOF’s predominant role in controlling how
and on what ministries and their associated training
institutions spend their annual budgets has resulted in a
lack of financial autonomy and left very little room to
innovate or improve training programs.

Recurrent funding for training at the initial vocational
education and training (IVET) level is determined based
on the previous year’s budget and enrollment figures,
and is disbursed in the form of budget allocations to
training providers. At the CVET level, recurrent funding
is decided through a formal process of application and
approval, and resources are allocated in the form of
earmarked levies channeled through the SDF.
Restructured in 2009, the SDF is funded by a 1 percent
levy on the payroll of each enterprise and is designed to
support enterprises and employees in improving their
skills. This has allowed sustained funding for a variety of
programs, including training for the unemployed, on-
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the-job training, and career development services. In
addition, as NGOs that provide training services can
compete with private training providers for public funds
from the SDF, this funding mechanism has the potential
of incentivizing good performance by providers at the
CVET level.

The SABER-WI{D results point to weakness with respect
to formal reviews of the impact of funding on the
beneficiaries of training programs. Although some
donor-led projects do include these types of reviews
(mostly GlZ), they all operate individually and hardly
provide any comprehensive picture of the effect on
equity of funding for different education and training
programs. In this respect, donors that support TVET
should learn from good practices in the basic education
sector, where strong harmonization from donors has
enabled the effective development of funding policies
and efficient allocation of resources towards common
education reform objectives.

An assessment of the impact of funding on the
beneficiaries of training programs is one of the areas
that requires attention by WfD stakeholders as well as
increased funding. Although reviews of national plans
and budget allocations are conducted (such as the
evaluation of five-year national development plans, and
post-2011 crisis reviews), it is not clear how such
nationwide reviews translate into measures to improve
efficiency and equity in funding, particularly for WfD.

Policy Goal 5: Assuring Relevant and Reliable
Standards

The WfD system comprises a wide range of training
providers offering courses at various levels in diverse
fields. An effective system of standards and
accreditation enables students to document what they
have learned and employers to identify workers with
the relevant skills. For Policy Goal 5, it is therefore
important to assess the status of policies and
institutions to: (i) set reliable competency standards; (ii)
assure the credibility of skills testing and certification;
and (iii) develop and enforce accreditation standards for
maintaining the quality of training provision.

Yemen scores at the Emerging level (2.1) for this Policy
Goal, which reflects the modest steps taken towards
defining competency standards and the absence of a
sound quality assurance system.
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Yemen has taken some steps towards defining
competency standards for a large number of
occupations. In 1995, MTEVT developed the
Occupational Classification Manual, a comprehensive
work that provides a detailed job description for
different teachers/instructors and technicians in
different technical and vocational specializations. This
manual is mostly used by training providers under
MTEVT as a basis to develop competency-based
curricula and testing. Although back in 1995 this work
was considered pioneering, the Manual has not been
updated since and is not used by training providers
outside MTEVT.

In 2003, a new policy in curricula and program
development was adopted. Created with support from
ILO, this policy encouraged training providers to use a
competency-based approach to design modular training
units. Training programs created under this model
would offer trainees the possibility of enrolling first in
“general grounding training”, followed by “special
grounding training”, and later “specialized training” in
the chosen occupation. This system was expected to
enhance the flexibility of training programs and
facilitate their adaptation to the changing needs of the
labor market. MTEVT officials, with support from ILO,
were responsible for reviewing and adapting existing
training programs in order to fully adopt the
competency-based approach. Although this exercise
resulted in the development of some modules, it was
suspended due to lack of funding.

Only training providers under MTEVT use competency-
based testing to grant “certificates of occupation
achievement” upon completion of training programs.
This type of testing is also used by MTEVT to grant skills
certificates that recognize prior on-the-job learning for
individuals without formal qualification -certificates.
MTEVT also acknowledges, in conjunction with the
Executive Council for Community Colleges, certificates
issued by eligible private providers if their graduates
need to provide such certificates to employers.
Possession of these certificates appears to improve
graduates’ employability, mobility, and earnings in most
occupations.

Accreditation of training providers and programs is the
responsibility of MTEVT and the Higher Council for
Community Colleges. All providers regardless of funding
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are required to obtain accreditation, but accreditation
standards are not widely publicized. In an attempt to
supervise the training offered by non-state training
providers, MTEVT requires their accreditation in order
to obtain a license to operate. Licenses must be
renewed annually, which allows a strong supervisory
role for the MTEVT. However, funding restrictions have
limited its ability to monitor compliance properly.

Dialogue about the establishment of a National
Qualifications Framework (NQF) has taken place, mainly
among MOE, MTEVT, and donors such as UNICEF and
the World Bank. In fact, in a 2010 report, the latter
encouraged Yemen to “establish an NQF to bring
together the skills levels that link TVET and general
education from secondary to higher education.”® As
explained in this report, a comprehensive quality
assurance system that covers public and private training
providers, such as the NQF, would have a positive
impact on the alignment between the supply side of the
WIfD system and the skills needs of the labor market.

For Yemen, skills mismatches are a matter of concern
not only at the TVET level, but also in higher education.
The quality of education provided at this level has been
frequently questioned, especially with the emergence of
private universities and colleges with barely any
measures to ensure the quality of programs delivered.
The recent establishment of the Accreditation Council
for Higher Education constitutes a much needed step to
address quality and relevance concerns in a WfD system
where the unemployment rate is higher among
educated and university graduates (18.2 percent
compared to 15.8 percent for the uneducated).?’

Policy Goal 6: Diversifying Pathways for Skills
Acquisition

In dynamic economic environments workers need to
acquire new skills and competencies as well as keep
their skills up-to-date throughout their working lives.
They are best served by a system of initial and
continuing education and training that promotes
lifelong learning by offering clear and flexible pathways
for transfers across courses, progression to higher levels
of training, and access to programs in other fields. For

36 .

Ibid.
%7 Central Statistical Organization 2010. CSO Statistical Yearbook 2010.
Sana’a. www.cso-yemen.org
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those already in the workforce, schemes for recognition
of prior learning are essential to allow individuals to
efficiently upgrade their skills and learn new ones.
Policy Goal 6 therefore evaluates the extent to which
policies and institutions are in place to: (i) enable
progression through multiple learning pathways,
including for students in TVET streams; (ii) facilitate the
recognition of prior learning; and (iii) provide targeted
support services, particularly among the disadvantaged.

Yemen scores at the Latent level (1.7) for Policy Goal 6,
which reflects the absence of mechanisms for
recognition of prior learning and the rigid regulations
for different education paths that impede smooth
movement across vocational and general education
streams.

Registration requirements at all levels of TVET have
maximum age limits that restrict the ability of students
to re-enter the system once they have dropped out.*®
Further, entrance requirements for secondary TVET
institutions are stricter than those for academic
secondary schools. Moreover, TVET is considered a
dead-end path as graduates from this stream are unable
to pursue further studies in non-vocationally oriented
tertiary education institutions: Admission into university
programs requires a General Secondary Education
Certificate that must have been issued one to four years
prior to enrollment. These circumstances, added to the
absence of services to provide career guidance, make
lifelong learning extremely difficult.

Prior learning has received some attention in MTEVT,
which has developed a mechanism to formally
acknowledge informally acquired skills. Skilled or semi-
skilled workers in many occupations can apply for
practical and theoretical tests that, if passed, result in
formal “Occupational Certificates” that enable them to
show proof of their credentials to potential local and
regional employers. These tests are conducted annually
and, according to MTEVT officials, the resulting
certificates are valued by employers in and outside
Yemen.

38 World Bank & GoY (2010). Op. Cit.
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6. Managing Service Delivery

Training providers, both non-state and government are
the main channels through which the country’s policies
in workforce development (WfD) are translated into
results on the ground. This chapter therefore provides a
brief overview of the composition of providers and the
types of services before presenting the detailed SABER-
WfD findings on Service Delivery and their policy
implications.

Overview of the delivery of training
services

The formal education system in Yemen is organized in
three levels: Basic, post-basic, and higher education.
Basic education lasts nine years and its successful
completion results in an Intermediate School Certificate.
At the post-basic level, students have the choice of
enrolling in one of three branches of education. They
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can enroll in general secondary education, which lasts
three years, after which students are required to take a
national exam. Those who pass are awarded a General
Secondary Education Certificate or Al Thanawiya.
Students can also choose to enroll in vocational
secondary education, which lasts three vyears, or
vocational training, which lasts two years. Training
offered in both branches covers the fields of industry,
engineering, commerce, business, agriculture and
crafts. As shown in Figure 11, while vocational
secondary education allows graduates to pursue further
studies in community colleges, vocational training does
not. Graduates from both branches can also progress to
technical education, which offers two- and three-year
programs in fields such as information technology,
commerce, health, engineering, business, agriculture,
design, and hospitality. While this is option is available
at the post-secondary level only, it is not considered
part of the higher education level.

Figure 11: Structure of Yemen’s Education System
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Since the early 2000s, the government of Yemen has
established new technical and vocational education and
training (TVET) institutes and community colleges in
different governorates and, as a result, the demand for
secondary and post-secondary TVET has increased (for
enrollment figures in 2010/11, see Table 2).
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Unfortunately, this expansion has not been properly
accompanied by the necessary funding or training
inputs such as furniture, instructors, equipment, etc.*
The capacity of government institutes is limited to the

% Information confirmed by Ministry of Technical Education and Vocational
Training (MTEVT) officials in May 2013.
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extent that, in the academic year of 2010/2011, about
57 percent of the applicants for the two-year technical
diploma were rejected.”” A noticeable rise in the
number of non-state training providers has opened new
opportunities for training and contributed towards the
diversification of training services (including on-the job
training opportunities sponsored by the Skills
Development Fund, or SDF). In 2010, the Ministry of
Technical Education and Vocation Training (MTEVT)
approved about 11,683 certificates from 162 private
training institutions.

The relevance of the training provided by public
institutes is still questioned. TVET in Yemen continues to
be largely supply-driven, with few linkages between
firms and training providers. Quality is also constrained
by low instructor wages and the consequent lack of
instructors with good qualifications and proper industry
experience. On the private providers’ side, certain
training packages seem to be popular and successful as
the skills taught to the students are listed in most of the
jobs advertised by public and private employers, such as
computer skills, software programming, and foreign
languages.

SABER WID ratings on Service Delivery

The Policy Goals for this Dimension in the SABER-WfD
framework focus on the following three aspects of
service delivery: (i) enabling diversity and excellence in
training provision; (ii) fostering relevance in public
training programs; and (iii) enhancing evidence-based
accountability for results. The ratings for these three
Policy Goals are presented below.

According to the data collected by the SABER-WfD
guestionnaire, Yemen receives an overall rating of 1.9,
Emerging level, for the Service Delivery Dimension as
shown in Figure 12. This score is the average of the
ratings for the underlying Policy Goals: (i) enabling
diversity and excellence in training provision (2.3); (ii)
fostering relevance in public training programs (1.8);
and (iii) enhancing evidence-based accountability for
results (1.7). The explanation for these ratings and their
implications follow next (Figure 12).

% Ministry of Technical Education and Vocational Training (MTVET), 2012:
Annual Report 2010
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Figure 12: SABER-WfD Ratings of Dimension 3
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Note: See Figure 2 for an explanation of the scale on the horizontal axis.
Source: Based on analysis of the data collected using the SABER-WfD
questionnaire.

Policy Goal 7: Enabling Diversity and Excellence in
Training Provision

Because the demand for skills is impossible to predict
with precision, having a diversity of providers is a
feature of strong WfD systems. Among non-state
providers the challenge is to balance the profit motive
or other program agendas with appropriate regulation
to assure quality and relevance. Among state providers
a key concern is their responsiveness to the demand for
skills from employers and students. Striking the right
balance  between institutional autonomy and
accountability is one approach to address this concern.
Policy Goal 7 takes these ideas into account and
benchmarks the system according to the extent to
which policies and institutional arrangements are in
place to: (i) encourage and regulate non-state provision
of training and (ii) foster excellence in public training
provision by combining incentives and autonomy in the
management of public institutions.

Yemen has scored 2.3 (the Emerging level) for Policy
Goal 7, reflecting the increasing number of non-state
training providers and initiatives to link funding to
performance. Despite these efforts, the quality of
training provided by state and non-state institutions is
still questionable, particularly as state institutions have
no performance targets to meet.
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The number and diversity of non-state training
providers has expanded in the past few years as the
demand for skills such as computing, foreign languages,
management, and accounting, etc. has been increasing
in urban areas. There is a diverse mix of non-state
training providers that encompasses private firms,
private specialized education institutes (medical,
technical, etc.), and nonprofit civil society organizations.
No non-state training providers can function unless they
are registered and licensed. Licenses must be renewed
annually, as a condition to continue operating and being
able to issue certificates that are formally approved and
authorized. Unfortunately, the impact of these
measures on quality and performance is not clear.

The SDF has recently introduced funding mechanisms
that could have a positive impact on quality. The SDF
has begun to engage non-state providers in introducing
different tailored training programs funded or co-
funded by the SDF and employers.*" In 2012, the SDF
funded various training programs focusing on computer
skills, graphics, interior design, networks and computer
maintenance, and mobile maintenance. One example is
the program implemented by the firm Universal Group
in partnership with the SDF to train a group of youth
who live in remote and touristic areas in Mareb to be
professional tourist guides.

SDF's new funding mechanism creates competition
among non-state providers, and it is expected to have a
positive impact on the quality and performance of
training programs. However, very little is known about
the quality standards used to determine which private
providers are eligible for receiving funds. In addition,
such financial incentives are limited to urban providers
in a few cities. In many rural areas, the presence of
training providers is rare and the accessibility of these
providers to SDF grants is highly unlikely. Consequently,
the impact of SDF in the quality of training provided
nationwide might be questioned, too.

Most public training institutions have some autonomy
over the main functions such as the selection and
admission of trainees, purchase of materials, and
selection of instructors. There is also space for these
institutions to seek direct links with the private sector or
donors to gather additional funding or support for the
introduction of new training programs. Some public

! As confirmed by the Head of the SDF
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training providers are allowed to generate income
through the delivery of short, fee-based courses to
cover some of their expenses.

With regard to state training providers, the system
shows a lack of incentives to improve performance. This
is aggravated by the fact that lagging institutions do not
face consequences for performing poorly. Community
colleges are granted financial autonomy, but this
apparent incentive is not associated with meeting any
quality standards. State training providers are not
expected to meet specific performance targets and are
only required to provide data about enrollment and
graduation rates. Other significant targets such as job
placement, employers’ satisfaction, quality of training,
or capacity to meet market needs are not taken into
consideration when assessing training providers’
performance.

Policy Goal 8: Fostering relevance in public training
programs

Public training institutions need reliable information on
current and emerging skills demands in order to keep
their program offerings relevant to market conditions. It
is therefore desirable for public training institutions to
establish and maintain relationships with employers,
industry associations, and research institutions. Such
partners are a source of both information about skills
competencies and expertise and advice on curriculum
design and technical specifications for training facilities
and equipment. They can also help create opportunities
for workplace training for students and continuing
professional development for instructors and
administrators. Policy Goal 8 considers the extent to
which arrangements are in place for public training
providers to: (i) benefit from industry and expert input
in the design of programs and (ii) recruit administrators
and instructors with relevant qualifications and support
their professional development.

Yemen is assessed at the Latent level of development
for Policy Goal 8, which reflects the limited involvement
of industries and research institutions in the design of
curricula and facility standards. The low score also
reflects the fact that there are no explicit standards for
the recruitment of instructors and administrators of
public training institutions, and the opportunities for
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professional development in both cases are rather
scarce.

The 2003 Labor Force Survey pointed out that 16
percent of employees in business industries believe
there is a wide skills gap. Yet, links between public
training providers and industry are very weak. Some
informal and irregular links exist, but they are limited to
the involvement of firms in curriculum design in the
form of occasional consultations. No involvement in, for
example, the specification of standards for training
facilities has been observed.

Although the representation of the private sector in
higher advisory boards or higher committees at MTEVT,
the SDF, and the Skills Development and Community
Colleges Executive Council was intended to contribute
to the increased relevance of training programs, even in
these scenarios firms have a limited role in providing
input into training content and quality. Between 2006
and 2008, GIZ and the World Bank supported efforts to
develop links between MTEVT and the private sector.
Under their initiatives, firms were involved in the
development of curricula, participated in student final
practical examinations in TVET institutes, and offered
internship opportunities for students in TVET institutes
and colleges. Unfortunately, the collaboration between
MTEVT and employers decreased dramatically once
donors’ programs concluded. Currently, participation in
some of the practical examinations conducted in state
TVET institutes, as well as internship opportunities for
trainees, are limited to few cooperative employers.
Collaboration depends on how active and capable the
heads of TVET institutes are in establishing links with
firms and, hence, their scope and sustainability vary
from case to case.

Some employers establish their own training institutes
or training programs and engage with public training
providers informally. Such is the case of the Hail Saeed
Group, a leading private business in Yemen that has its
own training center in its industrial complex located in
the Taiz Governorate. The center trains close to 2,000
people every year, both for the Group’s own needs and
other companies upon request.” Also, this training
center has informal links with the Public Technical

*21CON, (2008). Findings of Technical Education and Vocational Training
(TEVT) sector mission in the Republic of Yemen.
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Institute in Taiz under which the two institutions
exchange instructors and the Group’s center receives
trainees from the Public Technical Institute.?

The relevance of higher education, which represents the
main supply of employees for public and private sector
jobs, is affected by mainly two factors. The first is the
large share of graduates from humanities disciplines
(about 67.5 percent from public and private
universities), at the expense of scientific disciplines.
These humanities graduates face great difficulty in
getting a job, given the limited number of available jobs,
and thus join the long waiting list of job seekers at the
Civil Services Ministry. Second, the parallel system of
education programs in public universities, which grants
access to students with lower scores as long as they pay
high tuition fees. While this measure creates a source of
income for these universities, it also means that the
limited resources, qualified university staff, and
equipment are thinly stretched. This situation adversely
affects the quality of higher education and, as a result,
the quality of its outcomes.

Relevance in public training programs can be enhanced
through links between training providers and research
institutions. These links in the case of Yemen are rare.
The newly established Unit for Externally Funded
Projects in the MTEVT was assigned to act as a focal
point for different donor-supported projects and, as
such, would be best positioned to manage information
from studies or assessments conducted during the
implementation of these projects.

Recruitment of administrators and instructors in training
institutes

The low score on this Goal also reflects the fact that the
recruitment criteria for instructors and administrators
of public training institutions are rather lax. Having a
certificate in the subjects taught at the technical
institutes and some practical experience are the main
requirements. Specific industry experience is not a
criterion and, as a result, many trainers have little or no
enterprise-based experience. In fact, many graduates
from the technical institutes are appointed as teachers
shortly after they complete their studies, which means
that they engage in training although they have very
little practical experience or knowledge about the labor

* As confirmed by Mr. Fathi Saeed, Head of the NATCO company.

22



YEMEN | WORKFORCE DEVELOPMENT

market. Furthermore, despite formal provisions,
instructors often face practical difficulties in accessing
opportunities for professional development. In an
attempt to address this issue, in 2012 the MTEVT and
the Executive Council for Community Colleges launched
a more competitive process to select the heads of
community colleges based on publicly announced
criteria that include a specific set of experience and
qualifications.

Policy Goal 9: enhancing evidence-based
accountability for results

Systematic monitoring and evaluation of service
delivery are important for both quality assurance and
system improvement. Accomplishing this function
requires gathering and analyzing data from a variety of
sources. The reporting of institution-level data enables
the relevant authorities to ensure that providers are
delivering on expected outcomes. Such data also enable
these authorities to identify gaps or challenges in
training provision or areas of good practice.
Additionally, periodic surveys and evaluations of major
programs generate complementary information that
can help enhance the relevance and efficiency of the
system as a whole. Policy Goal 9 considers these ideas
when assessing the system’s arrangements for
collecting and using data to focus attention on training
outcomes, efficiency and innovation in service delivery.

Yemen scores at the Latent level for Policy Goal 9,
which reflects the limited availability of data on
education outcomes from training providers, as well as
general surveys or assessments related to skills
development or labor market needs.

All training providers, state and non-state, are required
to collect and report basic administrative data. Since
most of the data reported are descriptive (counting
personnel and resources), it is rarely used to inform
program performance or review training programs.
These data are collected and archived in all educational
and training institutions, and serve as input for the
annual reports of the Ministry of Education (MOE),
MTEVT, and the Central Statistical Organization. The
management of data is not centralized or standardized:
Each ministry has an internal unit or department that
collects and stores data. At MTEVT, for example, some
data are archived manually and electronically by the
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Information and Statistics Department and some by
other relevant departments.

Sources of data on education outcomes, labor market
analysis, or other skills-related information are limited
to a few ad-hoc surveys or evaluations of specific
targeted programs. Two studies conducted in 2012, one
supported by the SDF** to assess labor market needs,
and UNDP’s “Participatory Market and Training Needs
Assessment,” are examples of such ad-hoc studies.
Public access to these studies and data is limited and
only some information is made available to the public
through the website of the relevant ministry.

The Ministry of Social Affairs and Labor (MOSAL) was
expected to monitor the labor market routinely and
make collected data available to the public. It indeed
conducted two labor force surveys in 1999 and 2003,
but this initiative was suspended in 2005 when the
donor-supported program concluded.” The resulting
wide information gap about labor market trends and
needs requires urgent attention by WfD stakeholders.

* The SDF study is still in draft form.
* MTEVT officials reported some mismanagement issues as another cause
for the suspension of this program.
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Annex 1: Acronyms

CVET Continuing Vocational Education and Training

GoY Government of Yemen

GTZ German Technical Co-Operation

ILO International Labor Organization

LMIS Labor Market Information System

MDG Millennium Development Goals

MOCS Ministry of Civil Service

MOE Ministry of Education

MOF Ministry of Finance

MOPIC Ministry of Planning and International Cooperation

MOSAL Ministry of Social Affairs and Labor
MTEVT Ministry of Technical Education and Vocational Training

NGO Non-Governmental Organization

NQF National Qualifications Framework

OECD Organization for Economic Cooperation and Development
SDF Skills Development Fund

SFD Social Fund for Development

SMEs Small and Medium-sized Enterprises

TPSD Transitional Program for Stabilization and Development
TVET Technical and Vocational Education and Training

USAID United States Agency for International Development
WB World Bank

Wi{D Workforce Development
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Annex 2: The SABER-WfD Analytical Framework

Policy Goal Policy Action Topic in DCI 2.5 FINAL
Gl Setting a Strategic | Provide sustained advocacy for WfD at the top G1_T1 Advocacy for WfD to Support Economic Development
f Direction leadership level G1_T2 Strategic Focus and Decisions by the WfD Champions
o - -
(o] IIA t of E P ts and Skill
-l ; Establish clarity on the demand for skills and areas G2_T1 Ir%lzlriiatioszissmen ot conomic Frospects an s
(] . - .
of critical constraint
g € 62 DF:nitaer::?jd G2_T2 Critical Skills Constraints in Priority Economic Sectors
‘> | 8 Aoroach EAEUS e s e G2_T3 Role of Employers and Industry
5 &= A2 e . ’ X e se. ine priorities andiin G2_T4 Skills-Upgrading Incentives for Employers
Q enhancing skills-upgrading for workers == :
£ ) G2_T5 Monitoring of the Incentive Programs
E S . G3_T1 Roles of Government Ministries and Agencies
E 63 Cgtical J Formalize key WfD roles for coordinated action on G3_T2 Roles of Non-Government WD Stakeholders
5 Coordination strategic priorities 63 T3 Coordination for the Implementation of Strategic WfD
= Measures
G4_T1 Overview of Funding for WfD
Ga T2 Recurrent Funding for Initial Vocational Education and
Provide stable funding for effective programs in - Training (IVET)
Ensurin initial, continuing and targeted vocational G4 T3 Recurrent Funding for Continuing Vocational Education and
o Efficienc ind education and training - Training Programs (CVET)
Equity in F\L/mdin Ga Ta Recurrent Funding for Training-related Active Labor
qurty g - Market Programs (ALMPs)
Monitor and enhance equity in funding for training G4_T5 Equity in Funding for Training Programs
Fau.lltaFe eSS U RS e s E R G4_T6 Partnerships between Training Providers and Employers
institutions and employers
e
C t Standards and National lificati
~ 'b:o Broaden the scope of competency standards as a G5_T1 F;an:;/i:liz andards and National Qualifications
‘» basis for developi lifications fi k
g qh) asts for developing quatitications frameworks G5_T2 Competency Standards for Major Occupations
h G5_T3 Occupational Skills Testin
2 5 Assuri Establish protocols for assuring the credibility of G5_T4 Sl r_’r " d Certifi g'
o ssuring Relevant il e i e e - ills Testing and Certification
€ € | s and Reliable G5_T5 Skills Testing for Major Occupations
=) g Standards G5_T6 Government Oversight of Accreditation
> o G5_T7 Establishment of Accreditation Standards
(7, Develop and enforce accreditation standards for — -
e G5 T8 Accreditation Requirements and Enforcement of
- Accreditation Standards
G5_T9 Incentives and Support for Accreditation
Promote educational progression and permeability G6_T1 Learning Pathways
through multiple pathways, including for TVET X .
Diversifying . G6_T2 Public Perception of Pathways for TVET
G6 Pathways for Facilitate life-long learning through articulation of G6_T3 Articulation of Skills Certification
Skills Acquisition skills certification and recognition of prior learning G6_T4 Recognition of Prior Learning
Provide support services for skills acquisition by G6_T5 Support for Further Occupational and Career Development
workers, job-seekers and the disadvantaged G6_T6 Training-related Provision of Services for the Disadvantaged
G7_T1 Scope and Formality of Non-State Training Provision
Encourage and regulate non-state provision of G7_T2 Incentives for Non-State Providers
Enabling Diversity | training G7_T3 Quality Assurance of Non-State Training Provision
G7 and Excellence in G7_T4 Review of Policies towards Non-State Training Provision
Training Provision L . . G7_T5 Targets and Incentives for Public Training Institutions
Combine incentives and autonomy in the o - — P—
> . S G7_T6 Autonomy and Accountability of Public Training Institutions
- management of public training institutions - - —
o o G7_T7 Introduction and Closure of Public Training Programs
c | .2 G8_T1 Links between Training Institutions and Industry
g )] Integrate industry and expert input into the design G8_T2 Industry Role in the Design of Program Curricula
c (a] Fostering and delivery of public training programs G8_T3 Industry Role in the Specification of Facility Standards
QE’ 8 G Relevance in G8_T4 Links between Training and Research Institutions
o— > Public Training . - ) Recruitment and In-Service Training of Heads of Public
() '6 Programs Recruit and support administrators and instructors G8_T5 Training Institutions
(7] for enhancing the market-relevance of public = E = — =
el [T 68 T6 Recruitment and In-Service Training of Instructors of Public
S pros - Training Institutions
i G9_T1 Administrative Data from Training Providers
Evizr;:aczftl)r;ied Expand the availability and use of policy-relevant GS_TZ Survey and Other Data B
G9 - data for focusing providers' attention on training = y -
Accountability for . . ; Use of Data to Monitor and Improve Program and System
Results outcomes, efficiency and innovation G9_T3 Performance

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS

25




9¢ S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

9]

'$9558904d "SMBINBI =

pazijeuoniniisul ‘auinoJ ybnoays 20y-pe ybnouys 11aqje ‘paoliuow m

pPamalAal pue paloliuow si ssaibo.ad s1 ssalfoud uoneuswajdwi W

uoneuswsjdwi ‘epuabe Aarjod ‘suonuanlaul d1319ads «

QM apIm-Awiouods ‘o1baredis e 10 abueu e ybnouy J|as1l s1sajiuew M. ncw

90UBRApE 0] SUOIUBAIR)UI palelbajul pu® $10393S J1LIOU0IS 10 S3LISNpUI 'ssaifoud uoireluswaldwi mainal s M

-||9M Uo d1eJ0gR[|09 0} S$8s$390.d 31933S U0 $3SNJ0) AJeI0ApE pue lojiuow 0} ISIXa sjuawabuelie SHE]

pazijeuonniiisul ‘auilnoJd uo Ajal | 118y) ‘siapea] Juswuianob-uou woly | ou ‘sanuord @i o16s1ens sdueApe ‘sanond M

pue ‘Qi/ 10} AJBI0APE pauleIsns uonedionied 90y-pe ‘[euoISEI20 01 SUOIIUBAIBIUI M3} UO palae QJM 21031R11S BoURAPR 0] UOIIR O

8S1019X3 SJapes| JuswuIan0h UIM QAN Joy AoeD0ApE paulelsns aney pue gJ/\\ 104 AoedoApe d0y 21J198ds ou ae) 10 JUasqe Jaylle M.

-uou pue juswuianob ylog 9510J9X9 S19pe3| JUBWIUIBA0S) | -pe aplaoid suolduweyd aqISIA aW0S are g\ Joy suordweyd a|qIsIA 2

S

pPaJuRAPY paysijgeis3 Buibasw3 juale] [e09
juawdojanaq Jo |ane] Adljod

MJ0oMaluel- 21691ea]1S T uoisuswiq [euonouny

e1eQ QjM-Y¥39VS Y3 SuLI03S 10} SILIQNY :E XBuuy

€7T0Z| L40d3Y AYLNNOD Y¥3IAVS ININAOTIAIA IDYOSNYOM | NINIA



LT

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘A1Buipiodoe

paisnipe pue 10edwi 10y pamalnal
AjlesirewaisAs aJe 1eys ‘awayos
1ueB-Ans| B JO WIOJ BWos Bulpnjoul
‘saanuaoul ybinoiyy Buipesbdn

S|Is Joj 1a0ddns sapinoad pue ‘sjou
11843 sazifewi0} ‘@M Ul siauried
a1631e.4s se sihojdwa saziubooal
JUBWUIBA0D 8y} ‘s1uleIsuod

S|11XS 8211149 SsaJppe 1eyl abelanod
peoaq yum sainseaw Jo abued apim
® 10} SIseq e sapiao.d uolew.oyul
ay1 ‘s||»ys 1oy suoneaijduwi

118Y1 pue s1oadsoud 21wouoda
s,A11UN0J 8y} UO SISIX3 SJap|oysyels
a|dinnw Aq sjuawissasse

1SNC0J pue auIINoJ Jo Aelre you v

PaoURAPY

‘paisnipe

pue PaMmaINaJ 3. Jey) SaWaYds
aAnuadul ybnouyl Burpeshbidn

S[Is 4oy 110ddns sapinoad pue ‘ajoi
118y} sazijewlioy ‘@M Ul siaunred
J16a1e.1s Se siakojdwa saziubodal
JUBWIUIBAOH 8y} {SIUIRIISUOD S||IXS
[e2111I10 SSBIppPE 0] UdXe) aJe abelanod
peo.iq yum sainsesw Jo abued

3PIM B SIS o) suolearjduwi s1ays
pue s199dsoud 91WOU099 S,A1UN0I
3} UO 1SIXa $82.4Nn0s elep ajdijnw
UO Paseq SIUBLLISSaSSe aulINoy

‘A4 Ul siaurted o16a1e.s se
s1akojdwa abebua 01 10 pPaYIWI|
sayew JuawuIdnob ay) {(s1ehojdwa
Aq Buipesbdn s||iys 10} saAnudUI
““B9) S1UIRNISUOI SIS [eI11ID
SSalppe 0] UdXe) aJe Sainseall swos
{S|I1xs Joy suonearjdwi iyl pue
s109dso04d 91LOU093 S,A13UN0OI By}
UO 1SIXa SIUBLUSSaSSe J20Y-pe aWos

‘Buipesbdn

S|119S J0J usaWwuIan0b ay) woly
uoddns pajiwi] aAl182a1 pue saniolid
Al 216a1eas Buluiap ul 8]0

0U 10 pauwi| e aney siako|dwa pue
Ansnput ‘s|[1ys 104 suorearjdwi Jiayy
pue s10adsoid 91WouU099 S,A1UN02I
3y JO JUBLISSASSE 0U SI a1y |

AIM 01 yoreouddy
paT1-puewa e buluaiso4

¢

paysi|geIs3

Buibasw3

juareT]

€T0¢| 140d34 AYLNNOD ¥39VSs

juawdojanaq Jo |9naT]

MJoMawel- 21691e1S T uoisuswiq [euoiouny

LINIINDOTIAIA IDYOIYOM | NINIA




8¢

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘uolysey Ajawn

' ul paysignd s1 awayas juelhb-Ans)
3y} uo uodal fenuue ue :AjBuipiodoe
paisnlpe aJe pue AlAnonpoad

pue s||13s uo 19edwl 10} PAMaIASI
AJreanrewaisAs ate buipesbdn

s|s abeinodus 01 sweiboid
AAIIUBDUI ‘S]SIXd SIako]dwa 10109
[ew.o} Jo abrianod aAIsusayaidwod
Yum awiayas elb-Ang) e ‘siakojdwa
|1e Jo} BuipeiBdn SIS 10} S8AIIUBIUI
Jo abue. e sapinoid Juswiuianoh

3y} ‘suoIsI2ap JuawisaAul/Aaljod
Jolew o suonesijdwi

S|11MS 8y} ssaippe 01 seale ajdinnw
ul suolNgIuo9 JURIIUBIS axewW
pue siseq au1INoJ & Uo salLiold
Qi auiep djay siakojdwa/Ansnpul

PaoURAPY

)
w
2
=
‘Bejawn e S
yum paystignd si awayds Juelb-Ans| nm
3y} uo 1odal fenuue ue ‘paisnipe -
pue pamalnal A|[ed11ewalsAs ale .m .m
swelBoid aAnuadul s1sIXe s1akojdwa | -1oedwil 10} pamainal AjjedlnewssAs ® 0
10199s [ewo} Jo abelanod peouq 10U aJe sweibold aAnusdUL (palIWI| M =
Yum swiayas elh-Ang) e ‘siekojdwa SI abeIan09 Sl SISIXa awayds Jueld W w.
|1e Joy BuipesBdn s|j1vs 10y SaAnuUBdUl | -AAd| © JI ‘siakojdwa 10198 [ewojul m. mlq
J0 abue. e sapinoid Juswuianoh pue Jew.oy 1o} BuipesBdn s|1s 10y} ‘swelboid aauaduI yons jo | S S
3y} ‘SUOISIOaP JuBWISaAUI/ADIj0d | SBARUSJUI BWOS SAPIA0I JuBWUIBA0D | SM3IAJ OU SI9NpUod Jo siakojdwa a3
Jolew Jo suonesijdwi 3y} ‘suoIsI9ap JuawisaAul/Aaljod Aq Buipesbdn s|jixs abeinodus =3
S|1IMS 31 SSaJppe 0} SeaJe Jofew Jo suonealjdwi s|jixs ssappe 0] S8AIIUBIUI OU sapIAoid Jaylls =
21038 Ul SUOIINGLIIUOD WS dyeul 0] SuoIINQIJIU0I PaliWl| e awWuIaA0Bb syl ‘sentoud Qim S
pue siseq au1INo4 & Uo salLiold pue siseq d90y-pe ue uo ssnuioLd o16arens Bululep Ul 3]04 OU 10 3
Al auiep djay siakojdws/Ansnpul | aim suigep djay sisAojdwa/Ansnpul paliwi] e aAey siaAojdwa/Ansnpul h
paysljqeis3 Buibisw3 Juale] 209
Jawdojansq Jo [ana Adnjod

MJoMmawel- 21691e1S T uoisuswiq [euolouny

€T0¢| 140d34 AYLNNOD ¥39VSs

LINIINDOTIAIA IDYOIYOM | NINIA




6¢

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘pauawajdwi

9J3M SUOITRPUSWILLIODD]

A8 pue siapjoyaxels

ai/ Buowre anbojelp paseq-peoiq

PaTRINWIS SMAIAS 3U) {SaL02IN0

19)JewW Joge| pue S1ojedipul paje|al

-Buiuren jo abueu ||nJ e uo Buipuny

J0 10edW1 8y} PaJapISUOD SMBIASI

U923l {(21Wa1SAS pue JeuonNnsul)

S|aA9| |[e 1e siakojdwa pue siapinoid

Buiures; usamiag sdiysiauried rew.oy

9111|108} 01 UOIIOR S3e) JUsWUIaN0b

ay1 ‘AjBuipioage paisnipe

pue 10edw1 J0J PaMaIAal ale

pue sjauueyd snoLeA ybnoayl sdnoib

uonendod asaanlp 186481 SHINTY

‘s1apjoyaxels Asx wolj ndul

yum ssao04d o1rewslsAs e ybnoays

pauIwIa1ap SI SNV o) Bulpuny

‘Bunuodada fenuue Ajawiy pue

slapjoyayels Aax wody indul yum

$98$9204d [BW.I0) UO Saljal 1JAD

Joy Buipuny wandal ‘paisnipe

pue pamalnal A[auiinod ale 1eyy

‘SsauaAI10a))a wetboid Jo aouspIng

Buipnjoul “elgLI0 aAIsuayadwod

Uo paseq pue au1Noi

sI 13AI Joy Butpuny SNV

pue (SIINS Ut Lro Butpnjour)

13AD ' LIAI spuny Juswuianob ay |
paduenpy

"pauswajdwi

9J9M SUOITEPUSILIOIAI SWOS pue
siapjoyaxeis i Buowe anbojerp
paYeINWINS SM3IA3I 8] ‘SaW02IN0
19)Jew Joge| pue SI101edIpul
parejaJ-bulures; yroq uo Buipuny Jo
10edW! 8Y) PaJapISUOI SMBIABI JUsdal
{(21WL1sAs pue [euoIINISUI) S|9A3)
a|dninnwi 1e s1eAojdwa pue sispinoid
Bulures) usamiaq sdiysiauried [ew.aoy)
91e11|19B) 0} UOIIOR S3Xe) JUSWUISA0H
3y} ‘pauwi] st dn-mojjo} Ing

10edWI 10} PAMBIASI BJB pUe S[auuURY?d
snotieA ybnoayy sdnoltb uonejndod
9SJaAIP 1861B1 SHINTY :SIap|oyaxels
A8y wouy indur yum ssasoud
a1ewWaA1SAs e ybnoayl pauiwislep

SI SNV 4o} Bulpuny ‘Bej e yum
Bunuodal jenuue pue siapjoyaxels
A9 woly Indul yum sassadsold
[ew.10) uo saljas 1 3IAD 1oy Buipuny
JU84IN2al {SSaUdAINdaY)e weiboid

J0 9ouapIAa Buipnjoul ‘elia1LId
a|dinw uo paseq pue au1INoA

st 13AI oy Buipuny SNV

pue (S3NS Ut Lro Buipnjour)

L3AD '13AI spuny Juswuanob ay |

"slapjoyaxels
QM awos Buowe anbojelp
parejnwiis yaiym ‘(uonsjdwod
‘quawijoius "6°8) sa01edIpul
parejal-Bulureay Ajuo uo Buipuny

J0 10edWI 3y} PaIapISUOI SMIIASI
1923l ‘s1ekojdwa pue siapinoid
Buiurel) [enpIAIpUI USaMIBQ
sdiysJauried [ew0y) ayem|1oe)

01 UOI9B 3OS S8Xe] JusWuIBN0B

a1 ‘sjauueyd snolreA ybnoiyl
sdnoub uonreindod 199]9s s18b.e]

pue SIseq 20Y-pe Ue Uo S[e1d14o
1uswuIanoh Aqg papIoap sI SAINTY
Joy Buipuny 938bpnq s,aeaA snoinsuad
ay1 Aq Ajabue| paulwialap suoiedo|e
UM S|RI9140 JuawuIanoh

Ajuo Buiajonur sassasoud

Bunabpng suinoa smojjoy 13AD
pue | 3AI Joj Butpuny 'sdNTV

pue (S3NS Ut Lro Buipnjour)

L3AD '13AI spuny Juswuanob ay |

"PaMaINGL
AJ1uadal usag j0u sey swelboad
Bulures; Jo saLreIdIBUS] BY)

uo Buipuny jo 10edwi ay) ‘s1akojdwa
pue siapinoid Bulures) usamiaqg
sdiysiauried jew.oy) areu|1oe}

0} UOI39® 0U S3®e1 Ing ‘sassa004d
Bunebpng 20y-pe uo paseq

(SIS Ul LrO 10U INQ) SAINTTV pue
L3AD '13AI spuny Juswuanob ay |

O

Buipun4 uir Aainb3 pue Aousioy3 bulansu3g

paysi|cels3

Buibisw3

jusieT]

1uawdojanaq Jo |ane]

1YybISIaAQ WBSAS 1z uolisuawiq [euonoun4

[eos
Adnjod

€T0¢| 140d34 AYLNNOD ¥39VSs

LINIINDOTIAIA IDHOINYOM | NIWNIA




(013

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘uollelpaldJe ulelal pue
»98s 01 140ddns pue SaAIUSIUI PAIBYO

se |]jam se palinbal aJe sispinoid Buluren
Ile ‘padiojua Ajpunnod pue paziolgnd

aJe pue sj02010.4d paysijgelsa Buimoj|oy
PAMBINBI 8l SpJepuels ‘S1ap|oyaxe1s Yum
UOI1B1NSUOI Ul SPJepUEIS UOITe1IPaIdde
Buiuigep 1oy ajgisuodsal sI Aouabe ayy
{Ansiuiw ueAa|al 8yl ul Aouabe pajedlpap
e Aqg pasiatadns si siapinoud Buluren Jo
uolyelpalode ay ‘sbuluies pue syoadsold
wswAojdwsa anoadwi Apusisisuod

pue siaAojdwa 1sow Aq panjea

aJe S81eIIH11ID {UOIIRIIHINSD JO Al|IqIPaID
3yl ainsua ‘sypne wopued Buipnjoul
‘s]090104d 1sNqoJ ‘S||1s [eanoead

pue abpajmous| [e2138408Y1 Y10Q Sassasse
pue paseq-Aoualadwod si ‘sainpadoid
pJepuels smojjo) suorredndgo 1sow

Joy Bunsay s|is ‘sjans] 11s o abuel
3pIM e pue suo1ednddo 1sow SI1sA0d ‘aoed
ur 1 ‘4ON 8y :sweaboud J1ay ui sispinoid
Buiuresy Aq pasn ase pue suoirednado 3sow
10} 15IX® spJsepuels Aoualadw o9 (sassaooid
pazijeuonniisuil yéinoiyr 4ON 8y}

Jo/pue sprepuels Aousiadwiod uo anbojeip
Aa1jod ur abebua sispjoyadels Ay |1V

PaoURAPY

‘uonelpaldde

urelal pue »ass 01 14oddns pariwij

pue SeAIUBdUI PaJayo aJe siapinoid
‘pa1paJdde aq 1snw Buipuny argnd
Buinladal siapinoad e 1usIXe awos 0]
padJojus 1o pazidijgnd ale pue siseq a0y
-pe Ue uo pamalnal aJe spepuels ‘ndul
J9p|0YsXeIS UM SpJepuels uolelipalooe
Buiuigap 1oy ajqisuodsal s1 Aouabe

ay) ‘Ansiuiw juens|al ayl ul Aouabe
paledlpap e Aq pasiaiadns si siapiaoid
Buiures] Jo uoneipaIdde 3yl ‘shuruses
pue uawAojdwsa 10edwi Aew pue
s1akojdwa 10199s arealad pue aignd
yroq Aq paziubodal ale Sa1edl}Ilad (s||Ivs
|eanoeud pue abpajmouy| [ed118408Y1
410( $assasse pue paseq-Aoualadwod

Sl ‘sainpadoJd prepuels SMo||0}
suol1edna20 1sow oy Bunsal s||s ‘S|ans|
[11{S Jo abued e pue suoiedNII0 aLI0S
$19A02 ‘ade|d ul JI ‘4ON ays ‘swelboid
J18y} ul siapiaoad Buluresy swios

Aq pasn aJse pue suoiyednado 1Sow 10}
1519 SpJepurls Aouaradwiod ‘sassadold
pazifeuonmiisui yéinoayr 4ON sy}
J1o/pue spsepueis Aousiadwod uo anbojelp
Ao1jod ur abebua siapjoyadels snodswinN

"uoIye}IPaIdIe

Ule1aJ puUe X3S 0] SIAIIUSIUI BWIOS
paJa0 aJe siapinold ‘padlojus
10 paziongnd Ajpuaisisuod

10U 3Je SpJepuels UoIeIpaIdde
lansmoy ‘palipalode aq

01 paJinbal ale siapinoid ajeAlid
{AnSIuIW JUeAS|3J 8y} Ul 89140
pa1ealpap e Aq pasiaiadns sl
siapinoad Buluren Jo uoilelIpaIdde
ay1 ‘sbulurea pue uswAojdws uo
100dWwi 91| aAeY Ing saahkojdws
101985 a1eAlad awos pue a1jgnd
Aq paziubodal aJe $31ed1411I99
‘paseq-A10ay] Ajurew si

1ed 1sow a1 Joy Ing suonednado
M3J ® 10J paseq-Aousradwiod

sI Bunsay spis ‘sweaboud a1ay ui
siapinoid Bulureny awos Aq pasn
aJe pue suonednado maj e 1oy
15IX® spJepuels Aoualadwod (HON
3y Jo/pue sprepuels Aousradwod
uo anbojeip Aaijod soy

-pe ul abebus siapjoyadels Ma)

‘spJepuels

Uuo11elIPaIIJR. Ysl|qelsa 0} ade|d
ul 1 wasAs ou ‘shuluses pue
wswAojdws uo 10edwi apnl|
aney pue Ajuo siahojdws
101995 211gnd Aq paziubodal
aJe pap.Jeme sa]edal}lia

pue paseq-A10ayl Ajurew si
suonednaoo Jolew Joy Bunsay
S||IMS ‘paulyap usaq 10U

aney spJepuels Aoualadwod
‘siapjoyaxess Aay 40
wswabehus pauwi] yum siseq
J0Y-pe ue uo sind20 4ON ay3
J1o/pue spsepueis Aousiadwiod
uo anbojeip Aarjod

SO

spJepuels a|qeljay pue JueAs|sy Bulinssy

paysi|geIs3

Buibasw3

juareT]

quawdojanaq o |ane]

1YybISIaAQ WBSAS :Z uoIsuawiq [euoioun-

[e0D
Adijod

€T0¢| 140d34 AYLNNOD ¥39VSs

LINIINDOTIAIA IDHOINYOM | NIWNIA




T€

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘A1Buipiooge paisnipe pue 1oedwil

o) pamalnal Ajauiinod are pue s1sbpnq
Jeak-1nnw yum uoddns o11ews1sAs anladal
suone|ndod pabeiueapesip Joy sweiboid
Burures ‘s181ua2 J0 M40M18U paleabalul
ue ybnoJy) a|gejreAe ale YydIym ‘$8dnosal
auljuo Buipnjoul quawdojanap Jaaied pue
Jeuoirednddo Jayuiny 0} S8d1AISS JO NUBW
dAISUaYa1dwiod e S1a)J0 Juawulanoh ayn
‘sanssi Bulules| 3 npe 03 UolUaNe PaYRIIPaP
sapinoJd siapjoysels Jo uolreziuebio
[euoileu e 193lgns ay) Uo UOITRWIOUI
anisuayaadwod yum arjgnd ayr apinoid
pue Buiuses) Joud Jo uoniubodal ayy

01 UoluaNe pauleisns aAlb siaxewAaljod
‘uoneonp3 Jo Ansiul ayp Jepun sweiboud
Jewuo) Aq sHpato pajuelb pue paziubooal
aJe SaLISIuIW uonednp3-uou Aqg paiynLd
suoneaiyijenb Jo Jaquinu abae| e -4ON
ay} u1 paziubodas aJe swelbold [euo1eIoA
puUe [e21UY93] 10} S31LII11I8 ISowW 1oedwil
118y 9Z1WIxXew 0} SHos yans sisnlpe pue
smalnal Ajpuiinoda pue (ubredwed eipaw

e Jo 1oddns ay1 yum ‘souensjal pue Alljenb
weJboud Buinosdwi pue sAkemyied Bulules)
BuiAyisianip ‘6-8) 131 Jo uondaoalad
a11gnd anoidwi 01 syuody sjdinw

U0 UOI19® 1U3I3Y09 Saxe] JuUsWuIaA0h

Ayl ‘[aAs] A1ISJaAIuN ayl Te Bulpnjoul
‘swreaboad pajuslao-AjeuoiledIon

10 Ajjeaiwspese 03 ssalbold ued uoiesnpa
|eUOITRI0A pUE [BI1UYDS] Ul SIUBPMIS

'siseq 90y
-pe ue uo 1oedwl J0J PaMBIABI ale pue
uoddns o11ewa1sAs aAlgdal suonendod
pabeiuenpesip 1oy sweiboid Buiuresy
£191U39 J0 YJoMIau parelbalul

ue ybnoJuyl a|qe|reAer ase yalym
‘Juawidojanap Jeared pue [euonednado
Jayuiny 1oj SadIAISS payiwil|

$19JJ0 JUBWIUIBAOD a1 ‘sanssi Bulues|
1|Npe 0] UoljusNe PaledIpPap sapirod
SI9PJOYa¥{elS JO UOIIRII0SSE [eW.10)

® 198[gns ay} Uo uoIeWLIOLUI BWIOS
yum a1jgnd aya apinoad pue Buiures)
Joud Jo uoniubodal ay) 01 uonuaNe
awos an1b siaxewAdljod {s1pado Jo
Bunueab ay1 INoYIM 18q|e ‘uoieInp3
10 Ansiul ay1 Jepun sweaboud [ew.oy
Aq paziubodal aJe SaLISIUIW uoIeONPg
-uou Aq pa14i1iad suolesiyijenb

10 Jaquinu abue| e (4ON ay1 ul
paziubodal are sweiboid [rUOIRIOA puR
[e21UY23] 10} S31eIILI1I3D 1SOW ‘SIseq
J0U-pe Ue Uo SHL048 yans Jo 1oedwl
ay1 smalnal pue (Anjenb weiboid

"1ioddns 20y-pe aAIg2al suone|ndod
pabeiueapesip 1o} sweiboid

Buluren ‘waisAs e ojul pareabaul
10U 3Je ey} SI31UdI 9IIAISS [8I0]
auoje-puels ybnouy Juswdojansp
J19ased pue euonednado Jayuny oy
S9OIAIBS PalIWI| SI3440 BWUIaN0h
ay1 19algns ay1 uo uoleWIOUI
awos yum arjgnd ayy apinoud

pue Buiuses| Joud Jo uoniubosal syl
01 uonuane awos Aed siaxewAarjod
‘uoieanp3 Jo AnSIUlA 8yl Japun
swelBoud jewuo) Aq paziubodal are
SaLISIUIW uoneINP3-uou Aq paijined
suoneanienb may 4ON 8y Ul
paziubooal ase sweiboid [rUOITRIOA
pue [e21UY93] J0J S318II}11490 SWI0S

Buiuresn Jo quswdojanap J9aJed pue
Jeuonedndgo Jayuny Jo) 1ioddns ou
Ajjeanoead sapinoid Juswuianob

‘uoieanp3 Jo Ansiul 8y Japun
swelfoud jewsoy Aq paziubodal

99

‘suone|ndod
pabejueapesip 1oy} sweiboud

3y ‘uonuane PaliWI| SaAISIaI
Buiures) Joud Jo uoniubodal

10U aJe SaLNSIUIW uoneanp3
-uou Aq pal4iiad suoneaiyijenb
‘4ON a1 ul paziubodau

10U aJe sweiboid [euo1eIon

usinbay s||S 4o} skemyred BuiAyisianiqg

PaJURAPY

Buinoadwi pue sAemyred Buiures) | :(sAemyred Buiuies) BulAyisianip "6:8) | pue [ed1uyds) Jos S81edIILIBd ‘1 JAL w

BuiAjisionip *6°3) 131 Jo uondsalad 13AL Jo uondaasad a1jgnd anoadwi 10 uondsalad a1jgnd anosdwi
a11gnd anoidwi 0 Uonde aWos 01 UOIJ® paliWI| Sayel Juswulanoh 0} UOINJ. OU S3¥e] JuswuIanob
Saye] JuswuIanohb syl ‘[aAa] AlIsJaAIuUN 3y} ‘sweaboad Ajssaniun | 8yl pue [ans] A1epuodss ayl puokasq
ay3 1e Buipnjoul ‘sweaboad pajuslio -uou ‘paluslao-A|[euoiledoA | uonisinbae S|[IYS [ew.loy Jaylny 1oy
-Alreuoneaon o} ssaiboid ued uoneanps 03 ssalboud Ajuo ued uolrednpa suondo ou 10 ma) aABY UOIIRINPS
[EUOITEIOA pUE [BI1UYIS] Ul SJUBPNIS [EUOITEIOA pUE [BI1UYIS) Ul SJUSPNIS | [RUOIIRIOA pue [eIIUYDI8] Ul S)UBPNIS

paysl|ge1s3 Buibasw3 jusle] [e0

juawdojanaq 4O |aAaT] Adl1jod

€T0¢| 140d34 AYLNNOD ¥39VSs

1YBISI9AQ WIBISAS :Z uolIsuswiq Jeuonoun

LINIINDOTIAIA IDYOIYOM | NINIA



[43

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘Bulpuny paseq

-9ouew.Iopad pue spiemal ‘uoddns
apn[oul aduewWI0ad 8ZIAIUBDUI
0] $94Nseaw Jo AJalJeA e Jo

asn pue Indul Jap|oyaxels ‘SIuIeIISuod

uoneuawaldwi JO JUsLISSasSe
[ew.o) AQ paliosul pue punog-swin

ale uoisinoid Buluiel] Inoge suoisIdap

‘Awouoine 1ueaiiubis aney ‘spreoq
wawabeuew Aq pautanob Apsow
‘siapinoad ongnd ‘siapiaoad Buluren

a1eIs-uou premoy saloljod Juswulanoh

10 uswsnipe pue mainal

3UIIN0J pue SaINSeaW aoULINSSe
Ajenb o1rewialsAs ‘saanuaaul
wswuIaA0b aAIsusyaadwod

yum alelado ‘pasuadl|

pue paJaisibal 3sow ‘siapino.d
Bulures ayes-uou ‘uoisinoid
Buluren ur AlsIaAlp peouq si alay L

"papJemal ale suonniisul
Arejdwaxs pue 1uoddns aAladal
siapinoid Buibbe| ‘syabue) aiseq

pue Indul Jap|oya¥els ‘Sjulelisuod
uoneswsa|dwi Jo siskjeue

|ewio) Aq pawiojul si uoisiaoid
Buiures) ‘Awouoine awos aney
‘spaeoq 1uswabeuew Aq paulanoh
Apsow ‘siapinoid argnd ‘siapinoid
Buluren) syels-uou premoy saioijod
JUBWUIBA0H JO SMaIAaL BUINOJ
pue sainseaw asurInsse Alfenb
211eWA)SAS ‘SaAIIUBIUI JUBWUIBA0D

Jo abued e uynm ajelado ‘pasuadl)
pue palaisibal awos ‘siapinoid

Buiuresy ayels-uou ‘uoisinoid
Buiuresy ur ASIBAIP SI a1ay L

's1able) o1seq pue Indul Japjoyaxels
‘S)UIRJISUOD UoITRIUBWAIdWI

10 JUBWISSAsSe awos Ag pawiojul
pue AWouoINe awos YIM suonniisul
Aq papiaoud si Buiuren aijgnd
‘aoueinsse Alijenb pue Buisusol)
‘uonrensiBal J1ano adueuIanoh pue
SAAIIUBOUI JUBWUIBA0G palIw] Yyum

a1eJado siapinoid a1els-uou ‘uoisiaoid

Buiuren ur AJISISAIP WOS SI 818y L

‘syebue) aouew.lopiad

10 ndui Jap|oyaxels ‘Juawssasse
[ew.oy Ag pawriojui Jou si uoisiaoid
Bururesy {Awouoine ou Jo paliwi|
yum saapinoad a1jgnd Jo pasiidwod
A19bue] s1 wia1sAs ay se uoisinoid
Bulurely Jo A1ISISAIP ouU SI 343y L

A

d

UOISIAO.
1 Ul 30ous||9ax3 pue AlIsiaAIg bBuljgeu]

Bulure.

paysi|qeIs3

Buibisw3

juaje]

juswdojana( Jo |ansT]

AJBAI[3Q 921AJSS € UOISUBWI [euonoun

20D
Aa1jod

€T0¢| 140d34 AYLNNOD ¥39VSs

LINIINDOTIAIA IDHOINYOM | NIWNIA




€€

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

'$1010NJISUI 10} S1UBWIYIeIIR
Ansnpui Buipnjoul ‘uawdolansp
Jeuoissajoud Joy saniunuoddo

9SJAAIP 0] SS329e Jejnhal

aAeY pue spJepuess |euoissajoad
pue dlWwapede Wnwiuiw 4o

SISeq ay1 U0 Pajiniaal ale s103onsul
pue speay ‘seaJe Jo abuel apim e

ul uolreloqe]|od 1uedlyubis 0] buipes)
‘SUOIINIIISUI Yoseasal pue Ansnpul
‘suorNIsul Bulures] 1So0W U3MIB|
syulj rewJoy ybnody) paoueyus

s1 Buiuren a1jgnd Jo adueAs|ay

PaJURAPY

‘uswdojanap

Jeuoissajo.d 1o} saniunyioddo 01
$Sa92e Je|nbad aAey pue spiepuels
[euoissajold pue dlwapede
WINWIUIW JO SISeq ayl uo palinidal
aJe S1010NJISUI pue Speay ‘SpJepuels
A[198) pue BJNJ1LIND JO UbIsap

a1 01 paliwl] 10U 1ng Buipnjoul seale
|e4aAss Ul uoljeloge)]|09 o) Bulpes|
‘suonNINsSul YaJeasal pue Ansnpul
‘suonnInsul Bulurel) awWoS UsaMIa(
SYUI| [ew10) ybnouy) paosuryus

sI Buluresy a1jqnd Jo aduens|ay

‘Juswdojanap

Jeuoissajoud o) saniunyoddo
pallWi| 8ARY pue SpJepuER]s
JlWapeIe WnWIuUIW JO SIseq

31 U0 palinJoal ale si03on.aisul pue
speay ‘spJepueis A1|19.) pue ejnaLIng
Jo ubisap ay1 oul Indui Buipnjoul
‘SUOIINISUI YyaJeasal pue Ansnpul
‘suonnIsul Bururesy awos Usaamiaqg
SyuI| [ew 10Ul ybnoayl pasueyua
sI Buiuren a1jgnd Jo aoueAd|ey

'suonnIsul Burures ui
slojonaisul pue speay Jo Bulurel) pue
UBWIINI%a 3y o) spsepuels Buimas

ybnoJyl Jo suonNISUI Yareasal pue
Ansnpul ‘suonninsul Buiuresy usamiaq
syu1 BuiBeinoaus ybnolyy swesboid
Buiures; a1jgnd ui aoueAs|a4 191S0)

01 s1dwia11e ou 10 Ma} aJe 3Iay |

sweaboud Bulurea
a11gnd Ul aduens|ay BulislsoH :89

payst|qeIs3

Buibisw3

juale]

€T0¢| 140d34 AYLNNOD ¥39VSs

juswdolanaq 4o |ane]
AJaA113Q 991AJRS € UoISuswIq Jeuoinoun4

> —
O ©
— O

O

°
a

LINIINDOTIAIA IDYOIYOM | NINIA




Ve

S1TNS3Y NOILVIONA3T 431139 404 HOVOUddV SIILSAS

‘auljuo swelboid Bulures

1S0W 10} S8W09IN0 19x4eW J0ge|
a1enpesh uo uonew.oyul saysijgnd
wswuIan0b ay1 ‘eouewlopiad walsAs
anoidwi pue 1ojuoW 0} suolzen|eAd
10edWi pue sABAINS WOl
uolneWwIoUl ‘BIep aAlRAISIUILpe
sasn pue aseqelep ajep 01 dn
‘9PIM-LLIBISAS © Ul Blep S31epI|osuod
JusWIUIBA0D 3y} ‘suolrenjeAs 1oedwi
pue SASAINS PaYe|aJ-S||1YS S19NPUOI
10 slosuods Ajau1noJ Juawuianob
31 pue suodal [enuue ajqejene
Ajd11gnd anssi siapiaoad argnd 1sow
‘s1apinoad ajels-uou Aq Buniodas

ul sdef may ale alay) pue (seyenpeld
J0 sBuiuies ‘sonsnels juswade|d gol
““f’8) eIRP J3Y10 pUE BAIRIISIUILPE
1odas pue 199109 siapinoid Bulurel |

PaJUBAPY

‘swelBoud Buluresy snosswnu

10} SaW02IN0 183Jew Joge| alenpelh
uo uonewJojul saysijgnd Juswuianoh
3y} ‘aouewoylad waisAs anosdwi pue
Joliuow 03 SA3AINS W0} UOIRWIOLUI
pue BIep aAleIISIuILIPE Sasn

pue aseqelep spIM-Wa]sAS e ul elep
S$81ePI0SU0 JuBWUIaA0h ayl ‘sAanins
palejal-s||s siosuods Ajauinou
Juswiulanoh ayy pue suodas jenuue
Jeulaiul anssi siapinoad a1gnd 1sow
‘s1apinoad arels-uou Aq Bunodas

ul sdeb awos aJe aiay) pue (serenpelh
Jo sBuruses ‘sansiels uawadeld gol
““B9) e1Rp J18Y10 pUB BAITRIISIUIWPE
110daJ pue 199109 siapinoid Bulurel |

‘swelboud Buluren

3OS 10} SBWO0IINO 18xJew Joge|
a1enpesh uo uonew.oyul saysijgnd
JuaWwuIdA0b ay) ‘eouewo)iad

wialsAs anoidwi pue Jojiuow

01 Blep aAlRIISIUIWLpPE A[1SOW Sasn
pue aseqelep apIM-WaISAS B Ul elep
91epP1]0SU0D 10U S0P JUBWUIBA0H

ay ‘sAanuns parejal-s||Ixs S19NpUoI
10 slosuods Ajeuoisedado juswulanoh
3y} pue syiodas jenuue anssi siapinold
a1jgnd awios ‘siapinoid a1els

-uou Aq Bunuodal ui sdeb jueoiiubis
aJe 2131 pue elep aAleAIsIuIWpe
uodal pue 199]]09 siapinoid Bulurel |

"aouewW.I0pIad WalsAs anoidwi

pue Joliuow 0} eyep sasn Ajaie.

pue suolrenjeAs 10edwi Jo sAaAIns
pareal-s||1ys Josuods 40 10Npuod
10U S30p JUBWUIAA0B By ‘saseqerep
UMO J18Y) urelurew sispiaoid Buluren
g ‘sjuswalinbali Buniodal pue
011931109 e1ep 21193ds ou aJe alay ]

69

s)nsey 410}

A11[102IUN022Y Paseg-aouspIAg Buloueyug

paysi|qelsy

Buibisw3

luareT]

juswidojans( Jo [ansT]

AJaAI[2Q 921AJ8S € UOISUBWIQ [euoIduUN

€T0¢| 140d34 AYLNNOD ¥39VSs

LINIINDOTIAIA IDYOIYOM | NINIA




YEMEN | WORKFORCE DEVELOPMENT SABER COUNTRY REPORT [2013

Annex 4: References and Informants

References

Axmann, M. 2008: Pre-feasibility Study for the Vocational Training Centre (VTC) in Mareb. Deutsche Gesellschaft fur
Internationale Zusammenarbeit (GIZ). http://geip-yemen.org/files/2559.pdf

GTZ & GET/ICON, (2008). Findings of Technical Education and Vocational Training (TEVT) sector mission in the Republic
of Yemen.

Diehl, M. 2008: Yemen — Opportunities for Future TVET Project Acquisition in Marib, Republic of Yemen, Report to GTZ,
Chapel Hill. http://geip-yemen.org/files/2559.pdf

European Union External Action (2007). Yemen - European Community Strategy Paper for the period 2007-2013
http://eeas.europa.eu/yemen/csp/07 13 en.pdf

ILO 2008: Informal employment in Arab States: A Gender Equality and Workers’ Rights perspective Gender and rights
in the informal economy of Arab States.
http://www.ilo.org/public/english/region/arpro/beirut/downloads/publ/publ 3 eng.pdf

ILO with the Republic of Yemen, 2008. Decent Work Country Program 2008-2011.
http://www.ilo.org/public/english/bureau/program/dwcp/download/yemen.pdf

ILO, 2009. Women in Technical and Vocational Education and Training in Yemen. Policy Brief 5.
http://www.ilo.org/public/english/region/arpro/beirut/downloads/info/fact/genderbriefs/policybrief 5 yemen.pdf

International Organization for Migration, 2013. “Yemen struggles to absorb returnees from Saudi Arabia”. See:
https://www.iom.int/cms/en/sites/iom/home/news-and-views/press-briefing-notes/pbn-2013/pbn-listing/yemen-

struggles-to-absorb-return.html

Ministry of Education, 2010. Annual Progress Report on the Implementation of the National Basic Education
Development Strategy

Ministry of Education MoE, 2012. The Second Framework of the Mid-Term Results (2011-2015)

Ministry of Planning and International Central Statistical Organization 2010. CSO Statistical Yearbook 2010. Sana’a.
WWW.CSO-yemen.org

Ministry of Planning and International Development, 2012. Transitional Program for Stabilization and. Development
(TPSD) 2012 — 2014. http://www.mpic-yemen.org/yemendc/images/stories/PDF/yemenecg/TRANSITIONAL
%20PROGRAM%20FOR%20STABILIZATION%20AND%20DEVELOPMENT%20%28TPSD%29%202012-2014.pdf

Ministry of Planning and International Development, 2013. The Fourth Human Development Report for Yemen

Ministry of Social Affairs and Labor. 2003. Labor Force Demand Survey 2003 (parts 1&2): Labor Market Information
System. Developed in co-operation with Central Statistical Organization, United Nations Development Program
(UNDP) and Social Fund for Development (SFD): Results of Labor Force Demand Survey in Establishments Sector,
Sana’a

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS 35



YEMEN | WORKFORCE DEVELOPMENT SABER COUNTRY REPORT [2013

Ministry of Social Affairs and Labor, 2012. The Yemeni Labor Force and the Most Important Jobs Required for Labor
Market (Draft). Forthcoming.

Ministry of Technical Education and Vocational Training (MTEVT) 2004: Technical Education and Vocational Training
Strategic Development Plan, Sana’a

Ministry of Technical Education and Vocational Training (MTEVT), 2006: Annual Report 2006
Ministry of Technical Education and Vocational Training (MTEVT), 2007: Annual Report 2007
Ministry of Technical Education and Vocational Training (MTEVT), 2009: Annual Report 2009
Ministry of Technical Education and Vocational Training (MTEVT), 2012: Annual Report 2010

UNDP, 2010. Millennium Development Goals in Yemen. http://www.undp.org.ye/yemen mdgs.php

UNDP, 2011. Common country assessment- Republic of Yemen. http://undp.org.ye/reports/CCA%20Yemen-
Final%20Version 2011.pdf

United Nations Population Division, 2009. World Population Prospects: The 2008 Revision.

United Nations’ News Center, 2013. “Yemen’s humanitarian crisis could threaten political gains, warns UN relief
official”. http://www.un.org/apps/news/story.asp?News|D=449244.U17VCaLW6So

World Bank & Government of Yemen, 2010. Yemen — Education status report: challenges and opportunities.

World Bank & Sharing Expertise in Training, 2004. Technical Education and Vocational Training in Yemen and its
Relevance to the Labor Market.

World Bank, 2012. Joint Social and Economic Assessment for the Republic of Yemen. In cooperation with United
Nations, European Union and Islamic Bank for Development.

World Bank, 2007a: Yemen Poverty Assessment (in four volumes), Volume 1: Main Report, the Government of Yemen,
The World Bank and UNDP.

World Development Indicators (database). World Bank, Washington DC. http://data.worldbank.org/

World Bank, 2012. Joint Social and Economic Assessment for the Republic of Yemen. In cooperation with the
Government of Yemen, United Nations, European Union and Islamic Bank for Development.

World Bank, 2011. Migration and Remittances Factbook. See:
http://siteresources.worldbank.org/INTPROSPECTS/Resources/334934-1199807908806/Yemen.pdf

World Food Program & GoY, 2012. Yemen Comprehensive Food Security Survey.

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS 36



YEMEN | WORKFORCE DEVELOPMENT

List of Informants

Name

Dr. Abdulhafez Thabet Noaman

Mr. Ali Zihra

Ms. Lamia Al-Eriani

Mr. Saeed Al.Kholadi

Mr. Mohammed Khalifa

Mr. Ali Hamud Taher

Mr. Faisal Al-Magqtari

Dr. Abdul Malik Momin

Dr. Nabeel Al-Suhaibi

Mr. Ismail Al-Nuzaili

Mr. Sultan Ahmed Abdulmajeed

Dr. Abdulrhamn Jamil

Ms. Safa Rawiah

Mr. Fathi A. Hayel Saeed

SABER COUNTRY REPORT [2013

Position

Minister

Deputy Minister for Labor Market and the
Private Sector

Deputy Minister for Women's' Education
and Training Sector

General Director of Inception & Quality
Department & in charge of Qualifications
Department

Head of External Projects and
Management Unit

Department of Curricula

Director

Head of Mechatronics Engineering
Program

Deputy Minister

General Director of Planning and
Employing Labor Force

Director of Labor market and Private
Sector- Technical Secretariat of Vocational
Education in Amanah City

Director

General Manager

Managing Director

SYSTEMS APPROACH FOR BETTER EDUCATION RESULTS

Company/Institution

Ministry of Technical
Education and Vocational
Training (MTEVT)

MTEVT

MTEVT

MTEVT

MTEVT

MTEVT

Skills Development Fund

Sana'a University - Faculty of
Engineering

Ministry of Social Affairs
and Labor (MOSAL)

MOSAL

MOSAL

Executive Council for
Community Colleges

Youth Leadership
Development Foundation

Natco Holding

37



YEMEN | WORKFORCE DEVELOPMENT SABER COUNTRY REPORT |2013

Annex 5: SABER-WfD Scores

‘ Policy Goal ‘ Policy Action Topic
G1 2.0 Provide sustained advocacy for WfD at the top leadership level 2.0 21‘2 ;8
- Establish clarity on the demand for skills and areas of critical 20 G2_T1 2.0
g constraint G2_T2 2.0
g 17 62 18 Engage employers in setting WD priorities and in enhancing skills- G213 L0
qé upgrading for workers 17 G214 2.0
5 G2_T5 2.0
63 13 ;c:ign:i:iltiezse key WTD roles for coordinated action on strategic 13 gi::; ig
G3_T3 1.0
G4 T1 info
Provide stable funding for effective programs in initial, continuing 17 G4_T2 2.0
and targeted vocational education and training ' G4_T3 2.0
G4_T4 1.0
G4 1.4 G4_T5_IVET 1.0
Monitor and enhance equity in funding for training 1.0 G4_T5_CVET 1.0
G4_T5_ALMP 1.0
Facilitate sustained partnerships between training institutions and 20 G4_T6 20
employers
~ Broaden the scope of competency standards as a basis for 1.0 G5_T1 1.0
c developing qualifications frameworks ) G5_T2 1.0
'g 1.7 Establish protocols for assuring the credibility of skills testing and G513 2.0
E certificatizn ¢ ’ ; 2.7 G514 3.0
= G5 2.1 G5_T5 3.0
G5_T6 info
Develop and enforce accreditation standards for maintaining the 23 G5_T7 2.0
quality of training provision ' G5_T8 3.0
G5_T9 2.0
Promote educational progression and permeability through multiple 15 G6_T1 2.0
pathways, including for TVET students ’ G6_T2 1.0
G6 1.7 Strengthen the system for skills certification and recognition 1.5 G6_T3 1.0
G6_T4 2.0
Enhance support for skills acquisition by workers, job-seekers and 20 G6_T5 3.0
the disadvantaged ’ G6_T6 1.0
G7_T1 3.0
Encourage and regulate non-state provision of training 2.3 G712 2.0
G7_T3 3.0
G7 2.3 G7_T4 1.0
Combine incentives and autonomy in the management of public G715 2:5
) training institutions 23 G7_T6 2:5
c G7_T7 2.0
-é 19 G8_T1 3.0
GE) Integrate industry and expert input into the design and delivery of 16 G8_T2 1.5
= 8 1.8 public training programs G8_T3 1.0
G8 T4 1.0
Recruit and support administrators and instructors for enhancing 20 G8_T5 2.0
the market-relevance of public training programs ) G8_T6 2.0
S . . G9_T1 2.0
69 17 Expand the availability and use of policy-relevant data for focusing 17 G9_T2 15
providers' attention on training outcomes, efficiency and innovation G9_T3 15
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The Systems Approach for Better Education Results (SABER) initiative
produces comparative data and knowledge on education policies and
institutions, with the aim of helping countries systematically
strengthen their education systems. SABER evaluates the quality of
education policies against evidence-based global standards, using new
diagnostic tools and detailed policy data. The SABER country reports
give all parties with a stake in educational results—from
administrators, teachers, and parents to policymakers and business
people—an accessible, objective snapshot showing how well the
policies of their country's education system are oriented toward
ensuring that all children and youth learn.

This report focuses specifically on policies in the area of Workforce
Development.

This work is a product of the staff of The World Bank with external contributions. The findings, interpretations, and
conclusions expressed in this work do not necessarily reflect the views of The World Bank, its Board of Executive Directors, or
the governments they represent. The World Bank does not guarantee the accuracy of the data included in this work. The
boundaries, colors, denominations, and other information shown on any map in this work do not imply any judgment on the
part of The World Bank concerning the legal status of any territory or the endorsement or acceptance of such boundaries.
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