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ABSTRACT

There is a general perception in Kuwait that the education system has not contributed to 

the socio-economic development of the country as effectively as expected. This 

perception is generated by the apparent limitations in meeting the needs of the labour 

market and hence that of the economy. The State of Kuwait depends heavily on its 

hydrocarbon resources, mainly crude oil, and a large proportion of its economic activities 

are dependent on foreign labour. There is a need for the development of a national 

workforce to meet the increasing demand for an economy that is sustainable beyond the 

current dependence on oil revenues. The government has invested heavily in the 

education sector at all levels in order to meet this need, but so far, as this study will 

confirm, there has been a very limited progress.

This study examines the relationship between higher education and the labour market in 

Kuwait. In particular, it attempts to identify factors that might have contributed to the 

weak link between the higher education system and the labour market. Therefore, in 

order to understand the thinking of the different stakeholders involved in education and 

the labour market, the study relies on qualitative research methodology based on primary 

data collected through semi-structured interviews and secondary data from a review of 

various documents and government of publications. The discussion of the findings led to 

the suggestion of a set of recommendations for improving the higher education system 

and strengthening the relationship between higher education and the labour market in 

Kuwait.
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CHAPTER ONE

INTRODUCTION

1.1. Background and Rationale for the Study

The economic and social development of a country depends on its ability to develop 

effectively and utilise the innate capacities of its human resources. This is because it 

takes skilled and knowledgeable people to discover and exploit natural resources, to 

mobilise capital, to develop technology, and to produce goods and render services. 

Indeed, if a country is unable to develop its human resources, it cannot build anything, 

even if it has a modern political system, a sense of national unity, and a prosperous 

economy. In this context, education is one of the most important factors, which must 

receive attention by any country as part of its development. Being an investment in 

human capital, education enhances workers' productivity and skills, helps individuals 

to find better jobs and, hence, leads to higher incomes. Therefore one of the most 

important factors for education to make effective contributions to economic and social 

development is the relationship between education and the labour market. A number 

of studies have found a significant correlation between education, productivity and 

earnings, which shows a strong correlation between education and the labour market 

(see for example, Psarchopolos, 2000; Jones, 2001).

This research attempts to examine the relationship between education and the labour 

market in Kuwait, a country which is rich in hydrocarbon resources and whose 

economy depends heavily on oil revenues and the employment of foreign labour. It is 

argued that to sustain the development that Kuwait has achieved during the last five 

decades, it must diversify its economy and reduce dependence on oil. Realizing the
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importance ot education in helping the country to achieve its development objectives, 

the government has invested heavily in developing the educational infrastructure in 

the country. However, it seems that the output of the educational system has not yet 

met the needs of the economy for skilled and well-educated workforce. About 96% of 

Kuwaitis are employed by the governmental sector (Al-Wehaib, 2004) and most of 

them are doing jobs that they were not properly educated and trained for. Currently, 

the qualifications of many Kuwaiti employees do not correlate with the jobs they do. 

Furthermore, the expatriate labour force, known to be cheap, dominates the private 

sector. In the current situation, there is an imbalance between the supply of and the 

demand for the national workforce, creating and economic dilemma for the 

government. The state not only pays 43% of its annual budget as salaries to 

employees, but more than 19000 job seekers queue up for jobs every year either in the 

government or the private sector (Al-Wehaib, 2004). The Civil Service Commission 

expected this number to rise to 42000 by 2005 (CSC, 2004). There is also a political 

quandary represented by the pressures exercised by the National Assembly on the 

government to provide jobs for Kuwaiti citizens. This has triggered a number of 

political clashes and has very often created a state of conflict between the government 

and the National Assembly.

This research focuses on higher education because higher education policies are 

exceedingly important and linked to socio-economic development programmes. Also, 

higher education is close to the labour market, since the higher education bodies 

believe that the aim of education is to help a person to find a job. The research takes 

into consideration both vocational and academic education because the two are
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equally important for any society and should receive due attention in the priorities of a 

national education policy, and hence is the rationale for this study.

1.2. The Research Problem

Although Kuwait is endowed with hydrocarbon resources that can subsidise every 

sector of the economy, the workforce in Kuwait suffers from serious limitations, in 

both quantitative and qualitative terms. The workforce has been neither efficiently 

developed nor adequately utilised. In this context, Al-Enezi (2000) and Al-Zumai 

(2000) have argued that Kuwait’s educational policy has lagged behind in comparison 

with its level of cultural, technological and social developments. The problem has two 

dimensions. First, the supply of Kuwaitis to the labour market is limited both in 

quantitative and qualitative terms. Second, there are imbalances in the distribution of 

labour across various economic sectors and occupational divisions (Bozabr, 2002). 

Most of the workforce is concentrated in the relatively less productive sectors of the 

economy and engaged in white-collar professions in the governmental sector, which is 

service oriented, over-staffed and has low productivity. The imbalances in the 

distribution o f the national workforce across different sectors and occupations reflect 

contradictions between the government's manpower development and education 

policies. Furthermore, the education system has not efficiently prepared the nationals 

to participate actively in the labour market. A serious phenomenon in Kuwait is that 

education has come to be viewed as an exercise in obtaining certificates and degrees. 

There seems to be little consideration for learning and quality of knowledge and 

skills. While Kuwait has experienced rapid economic development during the last 

four decades and more, the educational system has not changed and remains relatively 

underdeveloped. It is no longer valid or effective for a modern and self-reliant
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economy that Kuwait has aspired to achieve. Therefore it can be seen that one of the 

main reasons for the current labour market problems is the inability of the higher 

education system to produce the workforce needed for a growing economy. Higher 

education has fallen short of achieving its stated objectives o f preparing the desired 

type of workforce to contribute effectively in the national development process.

A review ot studies of the links between the education system output and the labour 

market needs reveals that employers are relatively dissatisfied with the quality of 

higher education graduates (Ministry of Higher Education, 2002). One of the main 

factors affecting the quality of graduates of higher education is the absence of 

curricula that are expected to promote learning, attitudes and skills essential for 

scientific and industrial progress and to push the wheel of socio-economic 

development (Massialas 1998: 70; Alsharrah, 1998: 23). For example, the Kuwaiti 

labour market is expected to require more than 1000 engineers, 400 physicians, and 

2000 nurses between 2001 and 2004 (Al-Wchaib. 2003) but in the academic year 

2001/02 only 16 nurses graduated from the Kuwait University (Ministry of Planning, 

2002). The cut-off point system demands more points for admission to the university 

than to technical or vocational institutes. The system therefore sustains the social view 

that it is only the less successful students, academically, who will pursue a 

technical/vocational course (Al-Wehaib, 2001). Since the medical, engineering, and 

science faculties have limited places available, the majority of students with higher 

grades have no choice but to accept admission to faculties with less stringent grade 

requirements such as Commerce or Art, which may not necessarily be the faculties of 

their choice. This further implies that students with lower grades that want to and 

could have attended faculties like Commerce and Art get rejected due to the lack of
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places as well. In the end, the majority o f applicants end up studying subjects that are 

not necessarily their first choice nor are in demand. In other words, in most instances, 

there is very little relationship between the student’s field of interests and his/her 

aptitudes and the faculty to which he or she is assigned (Al-Bustan. 2001). 

Approximately 75% of the annual graduates of higher education are in the fields of 

arts, education, religious studies, services and administrative sciences, which have 

limited demand in the private sector. In response to these inter-related problems this 

study had to be carried out.

1.3. Research Objectives

The main aim of this research is to examine critically the relation between higher 

education and the labour market in Kuwait. In this context, it seeks to clarify certain 

issues concerning this relation, such as the prevailing social values, attitudes and 

aspirations towards higher education and the labour market (private and public), 

public perceptions of higher education efficiency to produce the appropriate 

workforce. In particular, the specific objectives of the research are:

1. To explore the views and thoughts of labour market officials in both the public 

and private sectors on the standards and levels o f Kuwaiti higher education 

graduates, and to determine the extent to which there is a balance or imbalance 

between the skills of the higher education graduates and the labour market needs.

2. To evaluate the perceptions of higher education officials and their satisfaction 

with the skills and knowledge offered in their institutions, and their understanding 

of the nature of the relation between their institutions and the labour market.
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3. To understand the nature of communications between higher education officials 

and the labour market. This includes how the labour market deals with higher 

education regarding its human resources needs, and the tools used by higher 

education officials to plan for its admission policy.

4. To ascertain the decision-makers’ understanding of the problems of the labour 

market and higher education in the country, and their plans and strategies to deal 

with current and future challenges.

1.4. Research Methodology

The research uses a qualitative approach in order to explore the perceptions o f key 

participants in making decisions about education and those affected by it and the 

labour market in Kuwait. The qualitative approach is used because its methodology 

does not assume an objective 'truth' but seeks to understand interpretations (Vulliamy, 

1990). The main research method used in the study is the interview, which is a two- 

way interaction between the researcher and the respondents. For the interviews, a 

semi-structured approach was adopted because it allows for a combination of 

consistency, flexibility, and enabling of obtaining data that could not be successfully 

obtained by any other approach (Borg, 1989). Those interviewed included employers 

(both public and private sector), higher education personnel and students o f higher 

education, employees, and policymakers. The number of persons interviewed under 

each group is 4 employers (2 undersecretaries from the public sector and 2 CEOs 

from the private sector); 5 higher education personnel (3 deans from Kuwait
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University and 2 deans from Publie Authority for Applied Education and Training); 

40 students, distributed equally between the two higher education institutions; 30 

employees distributed equally between the public and private sectors; and 3 

policymakers (the Minister of Education, the Head of Civil Service Commission, and 

the Head of Education Committee in Parliament). To ensure that the right persons 

were interviewed and the right questions were asked, the survey was pre-tested 

through a pilot study, as explained in the methodology chapter.

Based on preliminary responses obtained from the pilot study interviews, 

documentary evidence and the literature review, four key issues underlying the 

relationship between higher education and the labour market in Kuwait were 

identified. The identified issues were formulated as research questions and analyzed 

in the light of available evidence (i.e., documentary facts, literature review, and 

interview responses). The four research questions are as follow:

1. Does the output of higher education meet the needs of the labour market in 

Kuwait?

2. Do social relations in Kuwait negatively affect the training and hiring of national 

manpower?

3. How strong is the communication between higher education authorities and the 

sectors of the labour market?
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4. Do the state officials and planners have a clear vision about the link between 

higher education and the labour market?

To answer these questions the data was collected and put together in clusters of issues 

related to the objectives of the research. The answers were analysed and discussed as 

presented in chapters 7 and 8.

1.5. The Scope of the Study

This research is an attempt to highlight the relation between the needs of the labour 

market and the output of the higher education system. Most of the studies, the 

researcher is aware of, that deal with the labour market and employment in Kuwait 

(Al-Bustan , 2001; Al-Ebraheem, 1996); and Essa, 1998) have focused on economic 

factors and have overlooked the importance o f human behavioural and attitudinal 

factors that affect the education system and the labour market. This study is the first 

of its kind to attempt to provide an in-depth analysis of the relation between higher 

education and the labour market in Kuwait, focusing on attitudes and perceptions of 

people. The results of the study will not only benefit Kuwait but all other Gulf 

countries because of their similarity in social, economic and educational 

circumstances. Also, the findings of the study will add to the literature on higher 

education and the labour market in general and in the Arab countries in particular. 

Finally, the findings and recommendations of the study will contribute effectively in 

making strategies and enacting laws to deal with labour market problems in Kuwait.

8



1.6. The Structure of the Thesis

This thesis is divided into nine chapters. After this introduction chapter, Chapter two 

provides a description of the structure of the economy and the labour force in the 

State of Kuwait. It gives an overview of the emergence of the State o f Kuwait, phases 

of its economic development and the role of oil as a major source of income. In this 

context, it covers problems which came with the establishment of the welfare state as 

a result of governmental spending, the problem of deficit and other economic shocks, 

which caused the Kuwaiti economy to slump, such as the securities market crisis, the 

slashed oil prices and the Iraqi invasion of the State of Kuwait. The chapter also 

discusses trends in population and labour force in the country, with special emphasis 

on two main population groups, (i.e., nationals and expatriates). The chapter is 

important for the study because it illustrates the development of the economy and the 

labour market. These are essential in order to assess the contribution of education to 

socioeconomic development.

Chapter three provides a review of the development and structure o f the educational 

system in the State of Kuwait. It starts with a review of the educational system during 

the pre-independence era and the establishment o f Al-Mubarakia and Al-Ahmadia 

schools. The review focuses on the post-independence era (after 1990) and the 

changes that have taken place during that period. In particular, the chapter discusses 

the development of the public education system, its structure (general education vs. 

higher education), the objectives of different levels of education, achievements, and 

issues o f concern. Available statistical evidence is utilized to show the growth in the 

number of educational institutions, enrolment, teacher, and graduates in different 

stages of education. The chapter is important because it not only shows achievements
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of the public education system, but also exposes some of the problems that it faces. 

This will allow the researcher to relate the findings of the study and to make better 

judgements on how to improve the relation between higher education and the labour 

market.

Chapter four provides a general review of the literature on the role o f education in 

economic development. The chapter covers the theory of human capital that connects 

education and the development of human resources to economic and social 

development. In particular, the role of this theory in developing societies over the last 

half century is discussed. Emphasis is laid on the role of education and its effects on 

human behaviour and promoting skills to mesh with the labour market. In the first 

part of the chapter, the concept of human capital, the mechanisms of human 

development and the relevant theories were defined. Thereafter the differences 

between education, training, learning and development, and the differences between 

these concepts and the role of each one in education are explained. In the second part 

of the chapter, the relation between education and development, and the theories that 

deal with that relation are discussed. Also, the relation of education to economic 

growth and social mobility, and the benefits that a society may enjoy as a result of this 

interest in education are explained. The literature review provided in this chapter will 

help the researcher to put the findings of the study in a theoretical perspective and to 

relate them to similar findings for other countries.

Chapter five provides a literature review of the main types of higher education, (e.g., 

academic and vocational education) and their link to the labour market. It starts by 

drawing a distinction between the different types of education, and is followed by a
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description of academic education, its aims, its relation to the labour market and the 

academic precepts about the role of academic education in different societies. This is 

followed by a description of vocational education, its aims and objectives, its relation 

to the labour market, and how it has affected the economies of some countries. The 

chapter also highlights the role of governments in providing vocational education. 

Finally, the weaknesses of vocational education, as reflected by the experiences of 

some countries, are discussed. The evidence presented in this chapter will strengthen 

the arguments and criticisms of the Kuwaiti educational system in the discussion 

chapter.

Chapter six presents the methodology on which the study was based. It starts by 

explaining the type o f approach used for this research. The method advocated in the 

research is defined in order to avoid criticism and points o f weakness usually attached 

to a specific study. Thereafter, the methods utilized in collecting data are explained. 

The cross sections and reasons underlying the selection of the targeted samples are 

elaborated and the means of utilizing the documents used are explained. Finally, the 

chapter discusses different stages o f analysis, such as transcribing the interviews and 

the use of the transcendental realism approach, which involves data reduction, data 

display and drawing and verifying conclusions.

Chapter seven is dedicated to presentation of the findings from interviews. The 

chapter is divided into different sections with each section summarizing interviewees’ 

responses to a relevant question. The first section deals with responses to the question 

regarding the level and skills of higher education graduates and their performance in 

the labour market. The second section deals with responses to the question relating to
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the students' levels of education and the relation between what they studied and the 

requirements of the labour market. The third section of the chapter summarizes 

students’ responses to the question concerning their aspirations and wishes of the 

higher education system. The fourth section presents the responses related to the 

question on the type of communication between labour market officials and officials 

of higher educational institutions. Section five deals with the opinions and thoughts 

of different stakeholders of the labour market. The last section deals with the future 

plans of decision makers related to education and the labour market. This chapter 

provides the main source of information for analyzing different issues concerning the 

relationship between higher education and labour market in Kuwait.

Chapter eight is to evaluate and discuss the results presented in Chapter seven. The 

discussion o f the results is presented in the form of research questions. The first 

question is about the outputs o f higher education and whether they meet the needs of 

the labour market. This question discusses the skills of graduates, their preparedness 

to join the labour market, the source of their skills, and the responsibility of higher 

education authorities to prepare graduates to join the labour market. The second 

question discusses the effects of social relations on training and hiring the national 

workforce. This question includes discussions on the wishes of parents and attitudes 

of children regarding joining the labour market, the best working place for higher 

education graduates, and the effect of Wasta (a kind of nepotism) in Kuwaiti labour 

market. The third question deals with the nature o f communication between higher 

education and labour market officials. The question explores channels used by the 

private and public sectors to communicate w ith ' officials of higher education 

institutions, and the intentions of state officials to communicate with relevant
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organizations while implementing their plans. The last question asks if the State 

officials have a clear vision or current plans to deal with labour market and education 

problems. The discussion provided in this chapter enables the researcher to make 

recommendations on how to improve the higher education system to meet the needs 

of the labour market in Kuwait.

Chapter nine provides a summary of the main findings of the research. It also 

includes a set of recommendations on how to improve the effectiveness of the public 

education system for the country’s social and economic development. The 

recommendations include the reconsideration of the higher education curricula, the 

improvement of communication between institutions o f higher education and the 

labour market officials, and the necessity for the decision makers to have a vision for 

the future o f Kuwait’s labour market in an economy beyond the oil era. Finally, the 

limitations of the study are explained and proposals for further research are made.
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C h a pt e r  T W O

Po pu l a t io n  A nd  La b o u r  M a r k e t  T r en d s  in K u w a it

2.1. Introduction

To assess the contributions of the education system in meeting skill needs of the economy 

it is imperative to understand the structure and nature of the population and labour force. 

Therefore, this chapter provides an overview of Kuwait’s population and labour market 

trends and their effects on the level of economic development over the years. It starts 

with a brief explanation of the economic structure, development strategy and growth in 

Kuwait, and then it describes the status of the population in terms of growth rates and 

population composition. The main part of the chapter is a section on the analysis of the 

current labour force, divided into two segments: Nationals (Kuwaitis) and foreigners 

(Expatriates). The level of education and the composition of the national and expatriate 

labour force are discussed.

2.2. Economic Structure, Development Strategy and Growth in Kuwait

This section describes the Kuwaiti economic structure from the first formation of the 

country, its historical development phases and the characteristics of the economy. It 

focuses on the economic strategy of the Kuwaiti government and the stages of economic 

growth.

2.2.1. Economic Structure

The size and structure of Kuwait’s economy differs from that of other countries of the 

world in many respects. In terms of size, it is one of the smallest countries in the world, 

but it is rich in hydrocarbon resources (mainly oil) and has one of the highest per capita 

incomes in the world (Burny, 2003). The country has a relatively open economy that 

depends heavily on an expatriate labour force to maintain its industrial and physical 

infrastructure. In terms of social and economic development, it shares many 

characteristics with many developing countries. It owes its prosperity to the discovery of 

oil in 1938 and its subsequent exportation.
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The history of Kuwait’s economic development consists of two distinct phases. The first 

phase is the pre-oil era, in which the country was a traditional tiny enclave with a 

subsistence economy characterized by a low per capita income, a negligible saving rate, 

and an almost zero rate of economic growth. The main economic activities consisted of 

fishing, dhow building, trading, and pearl diving. The second phase is the post-oil era, in 

which all economic activities centred on oil production and prosperity dawned in Kuwait. 

As a result, the socioeconomic and demographic structure of the country underwent 

spectacular changes.

Therefore, since the early 1950s, Kuwait has gone through four economic development 

stages. In the first stage (1950 - 1961), Kuwait developed its infrastructure and social 

services. In the second stage (1962 - 1973), a banking sector and some manufacturing 

industries were established and a modest degree of economic diversification was 

accomplished. The third stage (1974 -  1990) saw high increases in oil revenues that led 

to ambitious plans to develop the country’s physical infrastructure and a non-oil 

industrial sector. This period witnessed heightened economic activities in order to secure 

revenues that were not reliant upon oil production. The fourth and current stage (1990- 

date) started following the liberation of Kuwait from Iraqi occupation and is 

characterized by the restructuring and rebuilding of national institutions (Khuoja, 1998).

Being rich in oil, Kuwait is a member of Organization of Petroleum Exporting Countries 

(OPEC). Its annual oil production is fixed under the OPEC output quota scheme, which at 

present is approximately 2 million barrels per day (Economist, 2005). Most of the 

country’s annual crude oil output and its products are exported, and the necessary capital 

and consumer items, including food, clothing and durable goods are imported. In the 

year 2001 exports and imports of goods and services were 54.75% and 37.41% of the 

country’s gross domestic product respectively (Burny, 2003). Over the last three decades, 

except the for the two years following liberation from Iraqi invasion, the country has 

experienced a surplus in its balance of payment, which has led to capital outflow, and 

consequently, a large proportion of the country’s public and private capital is invested
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abroad. Between 1997 and 2001, the surplus in the balance of payment averaged 

approximately KD 2.35 billion (Burny, 2003).

Another key characteristic of Kuwait’s economy is the dominance of public ownership of 

economic activities. The size of the public sector in Kuwait, as measured by value-added 

generated in the public sector relative to the total value-added in the economy (gross 

domestic product, GDP), is not only large, but during the last 20-25 years has increased 

substantially. While traditionally, Kuwait had been a free market economy specializing 

mainly in trading activities, the discovery of oil and its subsequent exportation led to the 

public sector taking a leading role in the provision of social, municipal, and public 

services (Al-Najjar, 1996). To diversify the economic base of the country from a single 

exhaustible resource and help develop different industries in partnership with the private 

sector, the role of the public sector was extended to non-oil-based economic sectors. For 

example, in the 1980s, to protect the country from the economic and social turmoil 

arising from the development in the domestic share market, the State intervened to 

stabilize the market and purchased shares in local companies. The dominance of the State 

over economic activities, as measured by the share of the public sector in the total value- 

added of the economy, is estimated to be approximately 74% (AL-Ebraheem, 1996). 

Public ownership is dominant in social sectors such as education and health and in 

economic sectors such as oil, transport and communication, and electricity (Al-Rashed, 

2002).

Kuwait’s economy is also characterized by the absence of an effective tax/fiscal system. 

At present, except for import tariffs and taxes on incomes of foreign companies, there are 

no other types of direct or indirect taxes, such as income tax, wealth/property tax, sales 

tax, or excise tax (Ministry of Finance, 2005). During the last two decades and more, 

revenues from the export of oil and incomes from foreign assets have accounted for 

approximately 95% of the government’s total revenues. Tax revenues account for 

approximately 1% of government revenues. With oil prices determined in the 

international market and oil production fixed under the OPEC quota scheme, Kuwait has 

little control over its revenues. This has given rise to wide fluctuations and uncertainty
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about annual flow of revenues, which in turn has affected the pace of economic activity 

within the country and the availability of financial resources to meet expenditure 

obligations.

Over the years, while the dominance of the oil sector in the economy has reduced, oil still 

remains the main source of economic activity and, both directly and indirectly, it 

contributes significantly towards the country’s economic development (see Table 2.1). In 

the year 1999, the contribution of the mining and quarrying (oil) sector in total value- 

added of the country was 58.8% compared to 87.6% in 1970 (Ministry of Planning, 

2003). The diversification of the economy is characterized by the tripling of the share of 

the services sector (such as wholesale and retail trade, transport and communication, 

finance and insurance, and community and social services) in the total GDP. 

Furthermore, the shares of the agriculture and manufacturing sectors have increased 

while those of mining and quarrying have decreased by 2% in the period between 1995 

and 1999. In the year 2003, the services sector accounted for approximately 17% of the 

GDP (Al-Shall, 2003). In terms of revenue generation, however, receipts from oil 

exports and investment income remain the dominant source of revenues for the 

government and account for 95% of the total revenues (Al-Shall, 2003).

Table 2.1. Sector Composition of Kuwait’s Real Gross Domestic Product (%)

Sector 1970 1975 1980 1985 1989 1995 2000

Commodity Producing Sectors 89.40 81.04 68.73 56.74 64.72 67.24 65.77

Agriculture & Fishing 0.13 0.15 0.17 0.66 0.67 0.43 0.52

Mining & Quarrying 87.61 76.90 62.02 50.13 61.69 60.80 58.80

Manufacturing 1.27 3.18 3.70 5.01 4.08 3.74 3.93

Electricity. Gas & Water -0.31 -0.78 -1.50 -3.20 -3.23 0.42 0.75

Construction 0.69 1.58 4.35 4.13 1.51 1.86 1.76

Service Producing Sectors 10.60 18.96 31.27 43.26 35.28 32.76 34.23

Wholesale & Retail Trade 2.08 4.59 9.11 9.14 7.12 4.58 4.96

Transport, & Communication 0.68 1.23 2.87 4.32 2.92 2.53 3.94

Finance, Insurance & Real Estate 3.39 5.21 7.57 12.12 9.31 8.32 8.64

Community & Social Services 4.45 7.93 11.72 17.68 15.93 17.33 16.69

Source: Ministry of Planning. Annual statistical Abstract. 2003. p. 16
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2.2.2. Development Strategy and Policies

The philosophy underlying Kuwait’s development strategy is influenced by the country’s 

heavy dependence on its exhaustible resource, oil. This development strategy is based on 

the belief that oil is the common property of all members of the country and every citizen 

has an equal share in it. However, an equal balance between government legitimacy and 

both present and future generations' entitlements to the oil revenues of the country has to 

be maintained. As citizens have a share in the country’s exhaustible oil resource, the 

government has adopted a welfare-oriented approach towards development, under which, 

and as a means of distributing the country’s wealth, many of the social and economic 

services are provided either free of cost or at highly subsidized prices. Some of the main 

commodities and services that are subsidised include electricity, water, housing, medical 

care, and education (AL-Ebraheem, 2003). While this welfare-oriented approach to 

development has helped to improve the standard of living in the country, it has led to a 

number of problems, mainly growth in public expenditure, which has given rise to 

deficits in the government's budget (Burny, 2003). In order to diversify the economy 

(both in terms of total value-added to the economy and revenue receipts) and to address 

fiscal problems, the authorities have tried since the liberation in 1991 to move away from 

the welfare-oriented to a market-oriented approach.

2.2.3. Economic Growth

Over the years, the performance of Kuwait’s economy, in terms of growth in real GDP, 

has varied widely and has been influenced by external factors. Some of the main factors 

that have affected Kuwait’s economy during the last 34 years (i.e. since 1970) are 

developments in the international oil market, the Iran-Iraq war, the domestic stock market 

crisis and Iraqi invasion of August 1990. The most serious of these factors has been the 

Iraqi invasion, which damaged the industrial and physical infrastructure of the country, 

disrupted economic activities and resulted in the depletion of foreign assets that were 

liquidated for the construction of the economy. In view of the nature and timing of 

external factors, it has become customary to assess the economic development of the 

country in terms of the pre-invasion and post-liberation periods. Between 1970 and 

1989, the annual GDP of the country shrank by an average rate of 0.26% per annum (see
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Table 2.2). The average annual growth rates lor the various sub-periods reported in Table

2.2 indicate that, in the pre-invasion period, the GDP declined in the early 1970s and 

early 1980s. Such declines were attributed to the oil price shocks of 1973 and 1979, 

which led to reductions in oil production following OPEC’s imposition of a ceiling on 

production quotas. The Iran-Iraq war and the collapse of the stock market (Souk Al- 

Manakh) also contributed to the decline in economic activity during the early 1980s. 

Phis is partially reflected by a decline in gross capital formation. Whereas annual 

nominal investment increased almost consistently in the 1970s and early 1980s, it 

declined from KD 1350.7 million to KD 878.5 million between 1984 and 1989 (AL- 

Kawaz, 2002). After the 1990 Iraqi invasion and occupation, the Kuwaiti Government-in- 

exile depended upon its $100 billion in overseas investments during the Iraqi occupation 

in order to help pay for the reconstruction of the country’s economy and infrastructure. 

Kuwait has enjoyed a limited economic boom following Operation Iraqi Freedom as 

many companies working in Iraq have established offices in Kuwait and procured goods 

through Kuwaiti companies. The banking and construction sector, in particular, grew 

significantly over the 1990s. The sustained high oil price has also provided the Kuwaiti 

government with a substantial windfall in 2003 and 2004 (Imad, 2004).
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Table 2.2. Average Annual Growth Rates: Real GDP and Sector Value-added (%)

Overall Pre-Invasion Post-Liberation

Sector 1970-99 1970-89 1970-74 1974-79 1979-83 1983-90 1993-99 1993-95 1995-99

Agriculture & Fishing 4.79 8.12 -4.04 1.82 11.14 20.84 14.34 37.62 4.23

Mining & Quarrying -1.60 -2.80 -3.91 -0.39 -19.16 8.51 0.47 4.97 -1.71

Manufacturing 3.72 5.26 11.61 8.27 0.45 2.02 4.31 12.63 0.38

Electricity, Gas & Water N.A N.A N.A N.A N.A N.A N.A N.A N.A

Construction 3.03 3.15 13.24 20.45 -0.99 -12.46 -0.45 3.13 -2.20

Wholesale & Retail Trade 2.79 5.63 5.62 16.77 -0.19 0.90 0.34 -1.17 1.10

Transport & Communication 6.00 6.91 5.89 12.12 16.32 -2.25 8.73 4.89 10.71

Finance & Real Estate 3.03 4.41 3.62 7.10 5.95 1.74 1.07 3.11 0.07

Community & Social Services 4.42 5.88 7.16 7.43 5.62 3.94 0.71 5.95 -1.82

GDP -0.26 -1.04 -2.42 1.88 -11.44 4.99 1.03 4.94 -0.87

Source: Ministry of Planning, Annual statistical Abstract, 2003, p.33
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I he sectoral growth rates presented in fable 2.2 show that over different sub-periods the 

GDP growth rate has followed a pattern similar to that of the mining and quarrying 

sector. This implies that, given its size and importance, whatever happens in the oil 

sector is reverberated throughout the economy. The mining and quarrying (oil) sector 

itself is influenced by developments in the international oil market. The decline in the 

value-added of the mining and quarrying sector has been the direct result of the 

formation of OPEC, and the subsequent ceiling on oil production and the fixation of oil 

price. In 1973, the price of crude oil was fixed at almost four times the existing level at 

that time. In the following years, the price of crude oil continued to increase gradually, 

and between 1978 and 1980, it was fixed at almost twice its level. To sustain these sharp 

increases in price, a ceiling on total OPEC crude oil production was imposed. It 

involved specific quotas for individual member states. In 1972, Kuwait’s annual crude 

oil production was 1202 million barrels per annum. By 1982, this fell to 300 million 

barrels, but has gradually increased since then and, as per the OPEC quota, by 1999 it 

was 731 million barrels or 2 million barrels per day. Under the revised OPEC output 

ceiling, effective June 2004, Kuwait’s annual oil production was around 762 million 

barrels or 2.087 million barrels per day (Ministry of Power, 2004).

Manufacturing, finance, insurance and real estate, and community/social services are the 

only sectors that have grown consistently over the years since 1970. Sectors such as 

construction, wholesale and retail trade, transport, storage and communications grew 

sharply during the 1970s but in the 1980s activity within each of them either declined or 

slowed down considerably. This decline is attributed to the slowing down of economic 

activities in the private sector due to the maturing of infrastructure projects initiated 

following the oil boom, slowing down in government expenditures, the Iraq-Iran war, 

and the Sauk Al-Manakh crisis where the stock market collapsed because of fake deals 

in the absence of the government monitoring.

2.3. Population

Kuwait has a small population of less than 2.5 million. To meet the manpower needs of 

infrastructure development and various economic sectors of the economy, the country 

relies on expatriate workers imported on a temporary basis from almost all countries of 

the world, but mainly from Asian countries. At present, nationals account for 

approximately 36.8% of the country’s total population (Ministry of Planning, 2004).



Official information is lacking on the population of Kuwait before the first census, 

which was taken in 1957 (See table 2.3).

Table 2.3. Population of Kuwait in Census Years by Nationality and Sex

Nationals repatriates Total Population

Year Male Female Total Male Female Total Male Female Total

19 57 5 9 ,1 5 4 5 4 , 4 6 8 1 1 3 ,6 2 2 7 2 .9 0 4 19 ,9 4 7 9 2 ,8 5 1 1 3 2 . 0 5 8 7 4 .4 1 5 2 0 6 , 4 7 3

1 % I 8 4 .4 6 1 7 7 , 4 4 8 1 6 1 . 9 0 9 1 1 6 .2 4 6 4 3 . 4 6 6 1 5 9 , 7 1 2 2 0 0 , 7 0 7 1 2 0 , 9 1 4 3 2 1 , 6 2 1

1 9 6 5 1 1 2 ,5 6 9 1 0 7 , 4 9 0 2 2 0 , 0 5 9 1 7 3 ,7 4 3 7 3 ,5 3 7 2 4 7 , 2 8 0 2 8 6 , 3 1 2 1 8 1 , 0 2 7 4 6 7 . 3 3 9

19 70 1 7 5 .5 1 3 1 7 1 ,8 8 3 3 4 7 , 3 9 6 2 2 4 , 3 6 8 1 4 6 ,8 9 8 3 9 1 . 2 6 6 4 1 9 , 8 8 1 3 1 8 ,7 8 1 7 3 8 , 6 6 2

19 75 2 3 6 , 6 0 0 2 3 5 , 4 8 8 4 7 2 . 0 8 8 3 0 7 , 1 6 8 2 1 5 , 5 8 1 5 2 2 , 7 4 9 5 4 3 , 7 6 8 4 5 1 , 0 6 9 9 9 4 , 8 3 7

19 X0 1 9 1 , 4 9 2 1 9 5 ,2 0 3 3 8 6 , 6 9 5 5 8 5 . 1 4 7 3 8 6 . 1 1 0 9 7 1 , 2 5 7 7 7 6 , 6 3 9 5 8 1 . 3 1 3 1 ,3 5 7 , 9 5 2

19X5 2 3 8 , 1 8 1 TV) ■»()"> 4 7 0 , 4 7 3 7 2 7 . 1 1 6 4 9 9 , 7 1 2 1 . 2 2 6 , 8 2 8 9 6 5 , 2 9 7 7 3 2 . 0 0 4 1 ,6 9 7 ,3 0 1

19 95 3 2 6 , 3 0 1 3 2 7 . 3 1 5 6 5 3 , 6 1 6 5 8 7 ,1 0 1 3 3 4 , 8 5 3 9 2 1 , 9 5 4 9 1 3 , 4 0 2 6 6 2 , 1 6 8 1 , 5 7 5 , 5 7 0

2 0 0 3 4 5 6 . 2 2 6 4 7 1 , 4 6 0 9 2 7 , 6 8 6 1 . 0 9 8 , 8 7 8 5 2 0 , 1 2 0 1 ,6 1 8 , 9 9 8 1 , 5 5 5 , 1 0 4 9 9 1 , 5 8 0 2 . 5 4 6 . 6 8 4

Source: Ministry of Planning, Features o f population and labour, June 2004, Kuwait.

According to MEED (1979) there were between 10-12 thousand people living in the 

city of Kuwait in 1900. The size of the population increased almost eight-fold over a 

period of about twenty-five years, from an estimated 35 thousand in 1910 to some 75 

thousand in 1937. While in 1946 the estimated population was about 140 thousand 

(Ministry of Planning, 1966), the 1957 census indicated a population of 206,468 and of 

321,621 in 1961. The population at the end of 2003 was 2,546,684 (Ministry o f 

Planning, 2004).

2.3.1. Annual population Growth Rates

Kuwait’s population increased rapidly with the expansion of the economy. The growth 

rates reported in Table 2.4 show that the total population of the country has increased 

sharply during the last four decades. The increase in the population has been due to 

high growth in the population of both the nationals as well as expatriates. Whereas 

growth in the native population is linked to natural factors, including high fertility rate, 

the growth in the population of expatriates is due to the immigration policy of the 

government. The sharpest increase (12.36 percent) in the population of expatriates 

occurred during the 1970s (Ministry of Planning, 2004) for reasons that will be 

explained later.



During the second half of the 1950s, Kuwait’s population increased at an average rate of 

13.94% per annum. However, it declined to approximately 6.2 percent per annum 

between 1995 and 2003. At the time of the Iraqi invasion in August 1990, Kuwait's 

population was estimated to be around 2.2 million. Because of the invasion, a large 

proportion of the expatriate population left the country, which is reflected in the 

negative growth during the 1990-1995 period. The growth rates reported in Table 2.4 

show that, since the 1950s, the Kuwaiti population growth rate has declined. During the 

last two decades or so (since 1980), the population has increased by more than 4 percent 

per annum. In general, the female Kuwaiti population has increased at a higher rate 

compared with the male Kuwaiti population. Between 1995 and 2003, the female 

Kuwaiti population growth was approximately 4.7 percent per annum, compared to 4.3 

percent for males (Ministry of Planning, 2004).

Table 2.4. Average Annual Population Growth Rates by Nationality and Sex (%)

Period

Nationals Expatriates Over-all

Male Female Total Male Female total Male Female Total
1957-61 9.31 9.20 9.26 12.37 21.50 14.52 11.03 12.90 11.72
1961-65 7.45 8.54 7.97 10.57 14.05 11.55 9.29 10.62 9.79
1965-70 9.29 9.84 9.56 7.05 14.84 9.61 7.95 11.98 9.58
1970-75 6.16 6.50 6.33 4.69 7.97 5.97 5.31 7.19 6.14
1975-80 -4.14 -3.68 -3.91 13.76 12.36 13.19 7.39 5.20 6.42
1980-85 4.46 3.54 4.00 4.44 5.29 4.78 4.45 4.72 4.56
1985-95 3.20 3.49 3.34 -2.12 -3.92 -2.82 -0.55 -1.00 -0.74
1995-03 4.28 4.67 4.47 8.15 5.66 7.29 6.88 5.18 6.19

Source: Ministry of Planning, Features of population and labour, June 2004

The growth rates reported in Table 2.4 show that since the 1950s the population of 

expatriates has been increasing at a much higher rate compared with the increase in 

Kuwaiti population. For instance, between 1995 and 2003, the expatriate population 

increased at an average annual rate of 7.3 percent per annum (Ministry of Planning, 

2004). During the 1960s, 1970s, and early 1980s, the female expatriate population grew 

at a relatively higher rate compared with the male population because of the inflow of 

domestic workers during the same period.



2.3.2. Population Composition

While Kuwait's population has grown over the years, its composition is unique in terms 

of nationality, age and gender characteristics.

2.3.2.1. Nationality

Kuwait is probably a unique country in the world insofar as the majority of its 

inhabitants are non-nationals (expatriates). Traditionally, Kuwaitis used to form the 

majority o f the country's population, but over the years that majority got eroded because 

of inflow of people from other countries. Table 2.5 shows the composition of Kuwait's 

population by nationality for the census years. In the year 1957, Kuwaitis accounted for 

around 56% of the population but this proportion declined gradually, and by 1985 it 

reached around 28%. Following the Iraqi invasion and subsequent occupation there was 

a large outflow of expatriate population and, as a consequence, since liberation the 

proportion o f Kuwaitis in the total population has improved, and by 2003 Kuwaitis 

accounted for around 36.4 percent of the total population (Ministry of Planning, 2004). 

The influx of immigrants has been the result of heightened economic and infrastructural 

development activities following increased oil revenues. From around 44 percent in 

1957, the proportion of expatriate population reached little over 72 percent by 1985. As 

a result o f the outflow of population following the Iraqi invasion, the proportion of 

expatriate population declined significantly and in 1995 it was 58.5 percent. But, as a 

result o f government’s liberal immigration policy, the proportion of expatriate 

population has been increasing and in 2003 it was 63.6 percent (Ministry of Planning, 

2004).

Table 2.5 Percentage Composition of Population by Nationality and Sex (%)
Census

Years

Nationals Expatriates Over-all

Male Female Total Male Female Total Male Female Total

1957 28.65 26.38 55.03 35.31 9.66 44.97 63.96 36.04 100.0
1961 26.26 24.08 50.34 36.14 13.51 49.66 62.40 37.60 100.0

1965 24.01 23.00 47.09 37.18 15.74 52.91 61.26 38.74 100.0
1970 23.76 23.27 47.04 33.07 19.89 52.96 56.84 43.16 100.0
1975 23.78 23.67 47.45 30.88 21.67 52.55 54.66 45.34 100.0

1980 14.10 14.37 28.48 43.09 28.43 71.52 57.19 42.81 100.0

1985 14.03 13.69 27.72 42.84 29.44 72.28 56.87 43.13 100.0

1995 20.71 20.77 41.48 37.26 21.25 58.52 57.97 42.03 100.0

2003 17.91 18.51 36.43 43.15 20.42 63.57 61.06 38.94 100.0

Source: Ministry of Planning, Features of population and labour, June 2004



2 3 . 2 2 . Gender

As the population of Kuwait is significantly affected by immigration, the differences in 

sex ratios are a noticeable phenomenon, especially for the expatriates and in turn for the 

total population. At an overall level, males have accounted for 55 percent of the total 

population (see fable 2.6). The proportion of males is much higher among the 

expatriate population than the national population. This is because a large majority o f 

expatriates live in the country single without their respective families. However, in the 

year 2003, males accounted for around 49 percent of the total Kuwaiti population, while 

the expatriate population was approximately 68 percent. The phenomenon of larger 

male population is clearly presented in Table 2.6, which shows the number of males for 

every 100 females. For instance, at the national level, in the year 2003, the number of 

males for every 100 females was 157. The main factor underlying this high number is 

the gender ratio among the expatriate population, which, in the year 2003 was 211, more 

than twice that for the nationals (97). The increase in the gender ratio for the expatriates 

is indicative of the fact that relatively more male foreign workers have been entering the 

country than the female workers.

Table 2.6. Gender Ratio by Nationality 1965-2003

Year Nationals
Expatriates Overall

1957 108.60 365.49 177.46

1961 109.06 267.44 165.99

1965 104.73 236.27 158.16

1970 102.11 166.28 131.68

1975 100.47 142.48 120.55

1980 98.10 151.55 133.60

1985 102.54 145.51 131.87

1995 99.69 175.33 137.94

2003 96.77 211.27 156.83

Source: Ministry of Planning, Ministry of Planning, Features of population and labour, June 2004.

2.3.2.3. Age

As in most developing countries, Kuwait has a relatively young population. By the end 

of 2003, about 42% of the nationals were under the age of 15. Over the years, as the 

proportion of expatriates (temporary workers) in the population has increased, the age



composition of the total population (nationals and expatriates) has changed and the 

percentage ot population below 15 years of age has declined sharply from around 43% 

in 1970 to 26% in 2003 (Ministry of Planning, 2004). In the case o f nationals, however, 

although the proportion of young persons has decreased, the decline has been relatively 

much slower (from 50% in 1970 to 42% in 2003) (Ministry of Planning, 2004). One of 

the main reasons tor this slow decline in the proportion of young national population is 

the high natural population growth rate among the nationals.

At an overall level, working age population (i.e., between 15 and 60 years of age) 

accounts tor around 72% ot the total population. Among the nationals, this proportion 

is around 54%. Over the years, the proportion of working-age population has increased 

trom 54% in 1970 to 72% in 2003 (Ministry ot Planning, 2004). This is largely because 

ot the inflow of expatriate workers and because, among the nationals, the proportion of 

working-age population has increased from 46% in 1970 to 54% in 2003 (Ministry o f 

Planning, 2004).

One of the main implications of this relatively young population is the expected 

expenditure from government resources. This is particularly true for Kuwait where, as a 

part of economic development strategy, many of the social and economic services 

(including education, health, housing, electricity, water, and others) are provided to the 

nationals either free of charge or at a highly subsidized rate.



fable 2.7. Population Composition in Kuwait by Gender and Age Group (%)

1965 1970 1975 1980 1985 1995 2003

A
ge

G
ro

u
p

/

G
en

d
er

Kuw
aiti

Total

*a
to

Total

Kuw
aiti

Total

T
s
*
to

Total

Kuw
aiti

Total

T.
s

to

Total

Kuw
aiti

Total

0 -4

Male 19.9 14.2 19.4 16.4 19.7 16.7 17.9 13.9 17.7 12.8 16.9 9.5 16.0 8.0

Female 20.2 21.9 22.8 21.1 19.2 19.5 17.4 18.0 17.8 16.2 15.9 12.3 15.0 11.0

Total 20.1 17.2 19.5 18.5 19.5 18.0 17.7 15.7 17.8 14.3 16.4 10.7 15.0 9.0

5-9

Male 17.1 10.5 17.4 13.3 17.0 14.3 16.4 12.0 15.5 11.1 15.3 9.2 15.3 7.0

Female 17.3 16.0 17.4 16.8 17.0 16.8 15.8 15.5 15.6 14.1 14.8 12.1 14.0 11.0

Total 17.2 12.7 17.4 14.8 17.0 15.4 16.1 13.5 15.6 12.4 15.0 10.4 14.0 9.0

10- 14

Male 11.9 7.2 13.5 9.1 13.2 10.2 14.5 9.8 13.6 9.1 13.1 7.8 13.1 7.0

Female 11.6 9.7 12.8 11.1 12.7 11.8 14.3 12.7 13.6 11.6 12.6 10.3 12.0 10.3

Total 11.8 8.1 13.2 9.8 12.9 10.9 14.4 11.0 13.6 10.2 12.9 8.8 12.9 8.0

15 - 19

Male 8.5 8.1 9.5 7.8 9.9 8.3 11.5 8.3 11.4 7.5 11.0 6.1 11.0 6.1

Female 9.9 9.0 10.6 9.1 10.8 9.3 11.4 9.6 11.3 9.9 10.8 8.2 10.8 8.2

Total 9.2 8.4 10.0 8.3 10.4 8.7 11.5 8.8 11.4 8.6 10.9 7.0 10.9 7.0

20-24

Male 7.7 13.2 7.8 10.0 8.6 8.9 8.6 9.3 9.3 8.0 9.4 7.6 9.4 7.0

Female 8.4 10.2 8.4 9.8 9.1 8.9 9.6 8.9 9.5 9.8 9.1 9.6 9.1 9.0

Total 8.1 12.0 8.1 10.0 8.9 8.9 9.1 9.2 9.4 8.7 9.3 8.5 9.3 8.0

25-29

Male 8.0 14.4 6.8 11.3 6.6 9.1 6.4 11.0 7.1 11.9 7.9 13.7 7.9 12.0

Female 8.1 10.0 7.8 9.6 7.7 9.0 7.8 9.1 7.9 9.9 7.8 11.8 7.8 11.0

Total 8.0 12.7 7.3 10.5 7.2 9.1 7.1 10.2 7.5 11.0 7.8 12.9 7.8 12.0

30-59

Male 22.1 29.8 21.4 29.7 21.2 30.1 22.2 34.5 22.8 38.5 22.2 43.7 24.0 51.0

Female 19.5 19.5 15.7 19.2 19.7 21.9 22.0 24.7 22.6 27.1 25.3 32.8 28.0 37.0

Total 20.8 25.8 20.1 25.3 20.3 26.4 22.0 30.3 22.6 33.6 23.8 39.1 26.0 45.0

60+

Male 4.7 2.6 4.2 2.4 3.8 2.4 2.5 1.2 2.6 1.1 4.2 2.4 4.2 3.0

Female 5.0 CO 4.5 3.3 3.8 2.8 1.7 1.5 1.7 1.4 3.7 2.8 3.7 2.8

Total 4.8 3.0 4.4 2.8 3.8 2.6 2.1 1.3 2.1 1.2 3.9 2.6 3.9 2.6

Sources: CSO (2001) and PAC1 (2004).



2.4. Labour Force

At the end of July 2004, Kuwait had a labour force o f 1,551,342 people, of which 

1,160,342 (approximately 75 percent) were male and 391,000 (or 25 percent) were 

female (Table 2.8). The Kuwaitis (nationals) accounted for about 290,746 (or 18.7 

percent) and expatriates (immigrants) represented 1,260,596 (or 81.3 percent). The 

inflow of the expatriate workforce and the increase in the female labour force 

participation rate over the years have been the main factors underlying the sharp 

increase in the labour force. The relatively faster growth in the expatriate labour force 

has led to a decline in the share of nationals in the total labour force. One of the most 

notable features o f the increase in Kuwait’s labour market is the growth of the female 

labour force. Whereas the Kuwaiti female labour force increased from 384 in 1957 to 

114,337 in 2004 (almost 300 times), the expatriate female labour force increased from 

1,693 to 276,623 over the same period (approximately 163 times) (Ministry of Planning, 

2004).

Table 2.8. Labour Force in Kuwait in Census Years by Nationality and Gender

Nationals Expatriates Overall

Year Male Female Total Male Female Total Male Female Total

1957 24,218 384 24,602 53,993 1,693 55,686 78,211 2077 80,288

1965 41,926 1,092 43,018 133,603 7,676 141,279 175,529 8,768 184,297

1970 63,314 2,055 65,369 162,286 14,541 176,827 225,600 16,596 242,196

1975 84,367 7,477 91,844 185,009 27,729 212,738 269,376 35,206 304,582

1980 93,588 14,172 107,760 334,644 49,105 383,749 428,232 63,277 491,509

1985 101,607 24,803 126,410 436,650 107,325 543,975 538,257 132,128 670,385

1995 105,580 42,743 148,323 468,016 147,114 615,130 573,596 189,857 763,453

2004 176,369 114,377 290,746 983,973 276,623 1,260,596 1,160,342 391,000 1,551,342

Source: Ministry o f Planning, Features o f population and labour, June 2004, Kuwait.

Table 2.9 presents labour force participation rates from 1957 to 2004. As is evident, at 

an aggregate level (i.e. including both Kuwaiti and expatriate population), the labour 

force participation rate in Kuwait has increased from 54.4 percent in 1957 to around 74 

percent in 2004. Whereas the male participation rate has varied between 81 and 86 

percent, the female labour force participation rate has increased sharply from 4.4 percent 

in 1957 to 35 percent in 2004. During the last five decades, the Kuwaiti labour force 

participation rate varied between 32.4 percent in 1957 to 43 percent 2004. In contrast, 

the expatriate labour force ranged from 67.5 percent in 1957 to 88.9 percent in 2004.



Among the expatriate males, the participation rate has been over 90 percent, which is 

reflective of the fact that most expatriate men are in the working-age group and are in 

the country on work permits. The labour force participation rate for expatriate females, 

though relatively low, has increased consistently from 14 percent in 1957 to 75.3 

percent of the population in 2004.

Table 2.9. Labour Force Participation Rate in Kuwait by Nationality and Gender (%)
Census Nationals Kxpatriatcs Over-all

Years Male Female Total Male Female Total Male Female Total

l ‘>57 02.97 1.09 33.30 87.55 13.97 75.40 78.11 4.38 54.42

1 %5 04.75 1.77 34.00 94.20 17.77 70.39 85.01 8.35 59.17

1970 02.85 2.08 32.74 91.38 17.44 07.75 81.05 9.10 52.58

1975 71.18 0.22 38.49 91.99 24.29 07.48 84.27 15.03 54.99

19X0 00.84 9.02 37.50 93.15 29.04 73.11 85.77 20.22 00.51

1985 59.50 13.81 30.08 91.07 43.71 75.36 83.18 31.08 02.52

1995 59.50 23.12 40.93 95.03 00.01 83.39 85.01 44.15 09.40

2004 40.17 38.92 43.02 93.02 75.30 88.87 80.97 59.13 74.08

Source: Ministry of Planning, Features of population and labour, June 2004

2.4.1. Characteristics of Kuwaiti Labour Force

In this section, the characteristics of the Kuwaiti labour force are described in terms of 

education, occupational composition and the level of economic activity. Rapid changes 

were found in educational status o f the Kuwaiti population between 1965 and 2004. In 

the present scenario the Kuwaiti population has been transformed significantly and has 

become highly educated, as the number of illiterate people is negligible. The 

occupational composition of the Kuwaiti labour force has also changed significantly. 

There has been a major shift away from blue-collar jobs towards white-collar jobs. A 

large majority of the Kuwaiti labour force are working or engaged in the government 

sector. In addition to this, the level of economic activities has also changed 

tremendously, (i.e. the proportion of the Kuwaiti labour force that is involved in service 

sector has increased in recent years).

2.4.1.1. Level of education of Kuwaiti labour force

Changes in the educational level of the labour force in Kuwait are reported in Table

2.10. As is evident, there has been a significant improvement in the educational level of 

the Kuwaiti labour force. In 1965, around 52 percent of Kuwaiti labour force was 

illiterate, another 39 percent could only read and write and only 1 percent had a



university education (Ministry o f Education, 2004). However, by 2004, only 1.4 percent 

of the Kuwaiti labour was illiterate, 37 percent had a high-school education, and 24 

percent had a university education (Ministry of Education, 2004).

2.4.1.2. Occupational composition of Kuwaiti labour force

Table 2.11 presents the distribution of the labour force in Kuwait by occupation. During 

the last five decades, there has been a major transformation in the occupational 

composition of Kuwaiti labour. In 1957, approximately 49 percent of the Kuwaiti labour 

force were production workers, another 18 percent were service workers, and 15 percent 

were sales workers. However, by 2004 only 6 percent were production workers, around 

32 percent were professional and technical workers, and over 50 percent had clerical 

jobs (Ministry of Planning, 2004). This represents a major shift away from blue-collar 

jobs towards white-collar jobs. In addition to the concentration in two occupations (i.e., 

technical and clerical), a large majority of the Kuwaiti labour force works in the 

government sector. About 93 percent of the Kuwaiti labour force works in the 

government sector and only about 6 percent in the non-government sector (Table 2.11).

2.4.1.3. Level of Economic Activity

Table 2.12 presents the distribution of the labour force in Kuwait by economic activity. 

Historically, the bulk of the labour force in Kuwait has been involved in service sector 

activities (which include public administration, education, health, community, and other 

social services). This concentration has increased further over the years. In 1957, around 

52 percent of the Kuwaiti labour was engaged in service activities. By 2004, however, 

over 85 percent o f the Kuwaitis were engaged in service activities (Ministry of 

Planning, 2004).



T ab le 2 .10. E ducational Status o f  L abour F orce in K uw ait by N ationality  and G ender

Educational

status
1965 1970 1975 1980 1985 1995 2004

Gender T K N.K T k N.K T k N.K T k N.K T k N.K T k N.K T k N.K

Illiterate

Male 45.01 51.65 42.92 38.87 45.40 36.32 34.08 38.21 32.29 29.00 28.41 29.16 23.31 17.02 24.77 20.22 0.95 24.46 6.79 1.66 7.72

Female 38.45 48.90 36.96 31.66 23.99 32.75 31.55 10.09 37.24 23.24 5.45 28.34 20.30 2.44 24.43 29.16 0.36 37.39 4.34 0.98 5.72

Overall 44.70 51.58 42.60 38.37 44.73 36.03 33.79 35.85 32.94 28.26 25.34 29.06 22.71 14.16 24.70 22.46 0.78 27.58 6.18 1.39 7.28

Read & write

Male 38.97 39.56 38.78 32.45 32.01 32.62 26.58 25.31 27.13 25.46 19.46 27.08 23.77 12.57 26,38 22.07 2.80 26.32 41.26 3.68 48.00

Female 11.47 16.67 10.73 11.27 6.76 11.91 11.60 3.24 13.82 13.57 2.88 16.63 27.28 1.92 33.14 23.38 0.70 29.86 43.98 0.95 61.77

Overall 37.66 38.98 37.26 31.00 31.22 30.92 24.83 23.45 25.40 23.94 17.24 25.76 24.46 10.48 27.71 22.40 2.19 27.17 41.95 2.61 51.02

Primary

Male 3.73 3.35 3.84 8.57 10.35 7.88 11.88 14.80 10.61 9.13 14.17 7.77 9.14 15.32 7.70 7.26 6.34 7.46 8.30 11.62 7.70

Female 3.06 7.69 2.40 3.49 9.15 2.69 3.61 7.78 2.51 3.10 5.19 2.51 2.92 4.42 2.58 3.24 1.60 3.70 3.61 2.85 3.93

Overall 3.69 3.46 3.76 8.23 10.31 7.45 10.91 14.21 9.56 8.36 12.97 7.10 7.91 13.19 6.69 6.25 4.96 6.56 7.12 8.17 6.87

Intermediate

Male 3.48 2.99 3.63 6.11 6.29 6.04 9.45 11.13 8.72 11.72 19.30 9.68 13.95 25.80 11.19 16.38 35.33 12.21 19.34 33.76 16.76

Female 5.54 9.98 4.91 6.54 14.11 5.47 7.19 20.16 3.75 7.89 21.30 4.04 7.46 21.13 4.30 8.34 16.92 5.89 11.94 16.44 10.08

Overall 3.58 3.17 3.70 6.14 6.54 5.99 9.18 11.89 8.07 11.23 19.57 8.96 12.67 24.89 9.83 14.37 29.97 10.69 17.48 26.95 15.29

Secondary & 

Below 

University

Male 5.34 1.17 6.65 8.54 4.06 10.28 10.80 7.44 12.26 14.67 12.99 15.12 8.22 13.17 7.07 21.02 34.72 18.00 17.13 33.99 14.10

Female 26.96 11.63 29.14 30.46 33.82 29.98 30.38 44.83 26.55 32.21 45.17 28.49 63.28 18.72 73.57 20.09 43.33 13.44 21.18 41.56 12.76

Overall 6.37 1.43 7.87 10.04 5.00 11.90 13.09 10.58 14.12 16.92 17.29 16.82 19.07 14.26 20.19 20.79 37.23 16.90 18.15 36.97 13.81

University

Male 3.40 1.08 4.13 5.30 1.82 6.66 7.21 3.10 8.98 10.01 5.67 11.18 10.83 6.30 11.89 13.04 19.85 11.54 7.17 15.27 5.72

Female 14.35 5.04 15.67 16.44 12.12 17.05 15.66 13.89 16.13 19.99 20.02 19.99 16.17 26.06 13.88 15.73 37.09 9.63 14.93 37.18 5.73

Overall 3.92 1.18 4.75 6.06 2.14 7.51 8.19 4.01 9.91 11.29 7.59 12.30 11.88 10.18 12.28 13.72 24.87 11.08 9.13 23.89 5.72

31



Table 2.11. Distribution of Labour Force in Kuwait in Terms of Nationality, Gender, and Occupation (%)

Occupation 1957 1965 1970 1975 1980 1985 1995 2004

Gender T R N.K T K N.K T k N.K T K N.K T K N.K T K N.K T K N.K T K N.K

Professional & 

Technical

Male 3.73 1.91 4.54 5.39 2.62 6.22 8.28 4.76 9.55 10.50 7.13 11.96 12.70 9.94 13.45 13.63 13.33 13.70 18.37 27.04 16.46 9.02 20.84 6.97

Female 43.57 8.85 51.45 43.10 23.51 45.65 45.47 48.66 45.02 40.65 55.63 36.68 39.70 51.98 36.18 27.97 52.13 22.36 21.74 52.49 12.96 20.71 48.52 9 88

Overall 4.78 2.02 5.97 7.19 3.14 8.36 10.89 6.24 12.47 14.02 11.20 15.18 16.17 15.56 16.33 16.44 21.01 15.39 19.21 34.45 15.62 11.91 31.46 7.60

Administrative

Managerial

Male 1.67 2.24 1.43 2.20 3.65 1.77 0.81 1.05 0.72 1.07 1.29 0.97 1.44 2.28 1.22 1.92 3.82 1.49 9.32 30.89 4.57 2 22 3.82 1.94

Female 0.00 0.00 0.00 2.21 3.55 2.03 0.06 0.15 0.05 0.12 0.29 0.08 0.21 0.50 0.12 0.30 0.91 0.16 2.08 6.99 0.68 0.59 0.88 0.47

Overall 1.63 2.20 1.38 2.20 3.65 1.79 0.76 1.02 0.67 0.96 1.20 0.86 1.28 2.04 1.08 1.61 3.25 1.23 7.51 23.93 3.64 1.82 2.69 1.62

Clerical Male 9.82 13.70 8.11 10.04 16.53 8.11 12.20 19.06 9.73 12.81 19.84 9.77 11.74 22.07 8.96 11.84 24.79 8.88 9.17 28.56 4.90 15.55 52.83 9.09

Female 4.33 2.60 4.73 7.17 24.11 4.96 9.14 22.12 7.33 12.21 28.05 8.01 17.12 35.11 11.97 15.14 38.83 9.64 12.35 36.86 5.34 17.75 46.10 6.71

Overall 9.67 13.52 8.01 9.90 16.72 7.93 11.98 19.17 9.53 12.74 20.53 9.54 12.43 23.81 9.34 12.49 27.57 9.03 9.97 30.98 5.01 16.09 50.25 8.57

Sale Male 7.85 15.32 4.56 8.85 11.75 7.99 9.58 11.29 8.96 9.02 7.73 9.58 7.23 5.74 7.63 6.86 5.87 7.09 6.28 1.22 7.40 5.31 1.52 5.97

Female 2.17 10.94 0.18 0.75 1.22 0.69 0.81 0.94 0.79 0.90 0.31 1.05 0.88 0.37 1.03 0.78 0.38 0.87 1.12 0.10 1.42 1.77 0.25 2.36

Overall 7.70 15.25 4.42 8.46 11.49 7.59 8.96 10.94 8.29 8.07 7.11 8.47 6.41 5.02 6.79 5.67 4.78 5.88 4.99 0.90 5.96 4.44 1.03 5.19

Service Male 10.86 16.70 8.30 24.15 34.79 20.99 23.36 39.26 17.64 23.72 39.92 16.70 20.95 40.20 15.76 21.99 39.24 18.05 26.10 7.42 30.22 21.47 12.47 23.03

Female 49.93 77.60 43.65 42.67 44.17 42.47 40.17 25.15 42.26 45.32 15.09 53.34 41.44 11.13 50.13 55.38 7.07 66.60 61.74 3.32 78.43 56.78 3.19 77.66

Overall 11.89 17.68 9.38 25.04 35.02 22.16 24.53 38.78 19.67 26.24 37.83 21.47 23.58 36.31 20.12 28.53 32.87 27.54 35.02 6.23 41.82 30.19 8.91 34.87

Production Male 66.06 50.13 73.07 49.36 30.66 54.93 45.78 24.58 53.39 42.88 24.10 51.02 45.93 19.78 52.99 43.75 12.95 50.79 30.75 4.87 36.45 46.43 8.52 52.99

Female 0.00 0.00 0.00 4.11 3.44 4.20 4.36 2.98 4.55 0.80 0.63 0.84 0.64 0.91 0.57 0.42 0.67 0.36 0.97 0.24 1.18 2.40 1.0b "> Cp

Overall 64.33 49.33 70.83 47.21 29.99 52.17 42.88 23.85 49.37 37.97 22.13 44.49 40.12 17.26 46.34 35.26 10.52 40.93 23.30 3.52 27.96 35.56 5.66 42.14



Table 2.12. Distribution of Employed Labour Force by Economic Activity
E c o n o m ic

A c t iv i t y
1 9 5 7 1 9 6 5 1 9 7 0 1975 1 9 8 0 1 9 8 5 1 9 9 5 2 0 0 4

G e n d e r T K N .K T K N .K T K N .K T K N .K T K N .K T K N .K T K N .K T K N .K

A g r ic u l tu r e M a le 1 .26 2 .1 5 0 .8 0 1 .1 6 1.45 1.07 1 .8 6 1.39 2 .0 3 2 .8 4 4 .9 8 1.91 2 15 4 .3 3 1.56 2 .3 5 2 .7 4 2 .2 o 0 .2 0 3 .2 9 2 2 6 0 .0 4 2 .0  5

F e m a le 0 .0 0 0 .0 0 0 .0 0 0 .1 0 0 .7 0 0 .0 3 0 .0 5 0 .2 0 0 .0 3 0 .0 6 0 .1 8 0 .0 3 0 .1 3 0 .3 8 0 .0 6 0 .0 9 0  27 0 .0 5 0 .0 3 0 .0 3 0  0.7 0 .0 3 0  0 2 0  u 3

O v e r a ll 1 .23 2 .1 3 0 .7 8 1.11 1.43 1.01 1.73 1 3 4 1.86 2 .5 2 4 .5 8 1.67 1.89 3.81 1 37 1.91 2 25 1 S3 2 .0 5 0  15 2 .5 0 1.69 0 .0 3 2 0 8

M in in g  &  

Q u a r r y in g
M a le 6 .3 5 4 .3 3 7 .3 7 3 .8 5 3 .41 3 .9 9 2 .9 6 2 .8 2 3.01 1.79 2 22 1.61 1.53 2 64 1.23 1.26 2 4 9 0 .9 8 2 .5 9 0 .7 4 1 6 8 0  54 2 .2 6 0  23

F e m a le 5 .1 0 0 .0 0 6 .2 6 4 .8 0 1 .2 0 5 .2 8 4 .3 5 2 .3 8 4 .6 2 0 .4 0 0 .1 6 0 .4 6 0 .3 5 0 .2 4 0  3 9 0 .2 6 0 . IS 0 .2 7 0 .51 0 8 4 0 .4 2 0 .2 0 0 .3 8 0  12

O v e r a ll 6 .3 2 4 .2 7 7 .3 3 3 .9 0 3 .3 6 4 .0 6 3 .0 6 2.81 3 .1 5 1.63 2 .0 5 1.46 1.38 2 .3 2 1.12 1.06 2 .0 3 0 .8 4 2 .0 7 5 .0 2 1 .37 0 .4 5 1.52 0  21

M a n u f a c tu r in g M a le 8 .3 7 4 .1 7 1 0 .2 6 10.21 4 .3 5 1 2 .05 1 4 .1 7 9 .6 3 1 5 .9 4 8 .9 6 2 .6 5 1 1 .83 9 .4 7 3 .3 2 1 1 .1 9 9 .2 5 4 .4 8 1 0 .3 7 0 .6 2 0  85 7 .9 2 7 .4 4 4 .1 4 8 .0 3

F e m a le 3 .0 3 5 .2 1 2 .5 4 0 .1 8 0 .1 8 0 .1 8 0 .6 9 0 .4 4 0 .7 3 0 .9 7 0 .2 8 1.15 1.14 0 .51 1.32 0 .9 6 0 .5 6 1.06 1.13 0 .2 3 1 3 9 1 0 2 0 .5 7 1 .2 0

O v e r a ll 8 .2 3 4 .1 8 1 0 .0 2 9 .7 4 4 .2 4 11.41 1 3 .2 5 9 .3 5 1 4 .6 9 8 .0 3 2 .4 6 1 0 .4 4 8 .3 9 2 .9 5 9 .9 2 7 .6 2 3.71 8 .5 3 5 .2 5 0 .6 7 6  3 6 5 .8 2 2 .7 3 6 .5 3

C o n s t r u c t io n M a le 1 0 .0 7 1 .35 1 4 .4 6 1 6 .8 9 3 .2 2 2 0 .9 6 1 5 .4 2 3 .7 9 1 9 .6 0 1 2 .1 8 2 .2 0 16.51 2 2 .8 8 1.33 2 8 .6 9 2 3 .0 7 1.36 2 8 .0 2 2 0 .2 1 1 32 2 4  3 8 9 .1 7 0 .8 4 10 6 6

F e m a le 0 .0 0 0 .0 0 0 .0 0 0 .2 3 0 .2 0 0 .2 4 0 .41 0 .1 0 0 .4 6 0.41 0 0 1 0 .5 2 0 .9 2 0 .0 9 1.16 0 9 1 0.11 1.10 1.03 0 .2 0 1 2 7 1 22 0 .4 5 1 54

O v e r a l l 9 .8 2 1 .33 1 4 .0 3 1 6 .0 9 3 .1 5 1 9 .83 1 4 .3 7 3 .6 7 1 8 .02 10.81 2 .0 2 1 4 .42 2 0 .0 6 1.17 2 5 .2 0 1 8 .73 1.11 2 2  76 15.41 0 .9 9 18 82 7 .1 7 0 .6 9 8 6 6

E le c t r ic i ty ,  G a s  & . 

W a te r
M a le 0 .0 0 0 .0 0 0 .0 0 4 .0 9 4 .2 0 4 .0 6 3 .3 2 3 .7 0 3 .1 9 2 .7 5 2 .5 5 2 .8 4 1.92 T T7 1.83 1.39 1.53 1 .3 0 0  03 0 .0 3 6 .0 3 0 .7 0 3 2 o 0  25

F e m a le 0 .0 0 0 .0 0 0 .0 0 0 .0 6 0 .0 0 0 .0 7 0 .1 0 0 .1 5 0 .0 9 0 .0 3 0 .0 7 0 .0 3 0 .0 8 0 .2 1 0 .0 5 0 0 5 0 .2 2 0 .01 0.01 0  0 0 0 .01 0 36 1.16 0  0 3

O v e r a ll 0 .0 0 0 .0 0 0 .0 0 3 .9 0 4 .1 0 3 .8 4 3 .0 9 3 .5 8 2 .9 3 2 .4 4 2 .3 4 2 .4 8 1.69 2 .0 0 1.60 1.13 1.27 1 .0 9 0 .0 2 0 .0 2 0 0 2 0  61 2 .4 0 0  2 0

W h o le s a le  &  

R e ta il  T r a d e
M a le 9 .7 8 1 4 .6 7 7.31 13.41 1 3 .0 6 13.51 1 4 .8 9 1 2 .6 0 15.71 1 4 .67 7 .9 0 1 7 .6 0 1 3 .4 0 5 .0 3 15 .66 1 3 .6 0 5 .9 9 1 5 .3 4 2 0 .1 6 3 .6 0 2 3  81 1 8 .8 9 1.93 2 1 .9 2

F e m a le 2 .8 4 1 1 .4 6 0 .8 9 1.87 1 .4 0 1.93 3 .4 7 1.83 3 .6 9 2 .5 8 0.41 3 .1 5 3 .0 2 0 .4 6 3 .7 6 2 6 6 0 .4 7 3 .1 6 3.41 0  51 4 2 4 4 .2 1 1.08 5 .5 0

O v e r a l l 9 .6 1 1 4 .6 3 7 .1 2 1 2 .8 5 1 2 .7 7 1 2 .8 8 1 4 .0 9 1 2 .2 4 14 .72 1 3 .2 6 7 .2 8 1 5 .7 2 1 2 .07 4 .4 2 1 4 .15 1 1 .46 4 .9 0 1 2 .9 6 1 5 .97 2 .7 0 1 9 .1 0 1 5 .1 9 1 .6 0 18 32

T r a n s p o r t  &  

C o m m u n ic a t io n
M a le 4 .2 7 5 .41 3 .7 0 5 .8 3 6 .6 7 5 .5 8 5.51 4 .0 9 6 .0 2 5 .7 5 5 .4 0 5 .9 0 6 .7 9 8.01 6 .4 7 6 .5 8 6 .8 8 6 51 4 .2 4 4 .2 7 4 23 3.71 3 .1 3 3 81

F e m a le 0 .0 0 0 .0 0 0 .0 0 0 .8 9 0 .1 0 1 .00 0 .8 6 0 .2 5 0 .9 4 1.51 3 .5 9 0 .9 6 2 .3 9 4 .7 1 1.72 1.67 3 .4 8 1.25 0  93 1.32 0 .8 2 0  8 e 1 0 5 0  77

O v e r a ll 4 .1 7 5 .3 3 3 .5 9 5 .5 9 6 .51 5 .3 3 5 .1 8 3 .9 6 5 .6 0 5 .2 6 5 .2 5 5 .2 6 6 .2 3 7 .5 7 5 .8 7 5 .6 2 6.21 5 .4 8 3.41 3 41 3.41 2 .9 9 2  31 3 14

F in a n c e  &  

I n s u r a n c e
M a le 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 2 .2 2 1.63 2 .4 7 2 .5 8 2 .7 5 2 .5 3 3 .2 0 3.21 3 .2 0 8 .7 4 2 .9 5 1 0 .0 2 4  95 3 37 5 23

F e m a le 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 0 0 0 .0 0 1.95 1.12 2 .1 7 2.91 2 .5 3 3 02 2 55 2 8 4 2 4 8 4 .4 0 2 7 8 4  8 6 2 35 3 1.7 2 0 2

O v e r a ll 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 0 .0 0 2 .1 9 1.58 2 .4 3 2 .6 2 2 .7 2 2 .5 9 3 .0 7 3 .1 3 3 0 6 7 .6 5 2 .9 0 8 .7 8 4 .2 9 3 .2 7 4 .5 3

S o c ia l  S e rv  ic e s M a le 5 0 .3 9 5 1 .3 2 4 9 .9 1 4 3 .7 7 6 2 .7 4 3 8 .1 2 4 1 .0 0 6 0 .6 1 3 3 .9 5 4 8 .6 4 70 .31 3 9 .2 6 3 9 .1 4 7 0 .1 6 3 0 .7 8 3 9 .2 1 71 .21 3 1 .9 0 3 4 .5 3 SO.0 2 2 4 .5 1 5 2  3 6 8 1 .1 0 4 7 .2 0

F e m a le 8 8 .4 9 8 2 .2 9 8 9 .9 0 9 0 .9 2 9 4 .5 2 9 0 .4 5 8 9 .9 1 9 4 .4 1 8 9 .2 9 9 2 .0 7 9 4 .1 7 9 1 .5 1 8 9 .0 3 9 0 .8 6 8 8  5 0 9 0 .8 3 91 87 9 0 .5 9 S 8 .5 3 9 4 .0 7 8 6 .9 4 8 9 .7 7 9 2 .1 5 8 8  1 8

O v e r a ll 51 31 5 1 .7 4 5 1 .1 0 4 6 .0 4 6 3 .5 3 4 0 .9 8 4 4 .4 4 6 1 .7 5 3 8 .5 2 5 3 .71 7 2 .31 4 6 .0 6 4 5  54 7 2 .9 3 3 8 .1 0 4 9 .3 2 7 5 .3 0 4 3 .3 7 4 8 .0 4 8 4  11 3 9 .5 3 6 1 .7 9 8 5  4 5 5 o  33



2.4.2. Expatriate Labour Force

The supply of expatriate labour to Kuwait increased sharply from 55,686 in 1957 to 

1,260,596 in 2004, which has caused a large imbalance in the composition of the 

Kuwaiti and expatriate labour force (Alquabas, 2004). This situation has raised concern 

over the implications of the overwhelming dependence on expatriates in different 

aspects of society, which leads to a slowing down of national human resources, a drain 

on Kuwaiti resources, and unwarranted entitlement of various subsidies to expatriates 

(Al-ghaith, 1999). Therefore, following the liberation from the Iraqi occupation, the 

Kuwaiti authorities decided that expatriates in government departments should not 

exceed 35% of the total public sector employment. This policy has formed the basis of 

the reform and development strategy adopted by the government (Ramadan, 1996). The 

private sector, in contrast, tends to employ expatriates because they are seen to be 

cheap, patient and more productive (Al-Nafai, 1998).

The new employment policy o f the Kuwaiti government is to enable fresh Kuwaiti 

graduates to join the government sector. Kuwaiti nationals have been allowed to occupy 

easy and comfortable jobs with relatively high salaries. Consequently, the number of 

Kuwaitis in the government sector has risen from 150,000 in 1998 to 184,000 in 2004 

(CSC, 2005). However, the country is still heavily dependent on its expatriate labour 

force for its technological as well economic growth. Most of the expatriates tend to be 

young, in their early twenties and thirties. The available statistics show that 39 percent 

of the people entering Kuwait in 2003 were within the 24 to 34 years age group, while 

only 24 percent were in their 40s (PACI, 2003). Therefore, it is important to know the 

education level, occupation and economic activities of the expatriate labour force in 

Kuwait, as stated in the following sections.

2.4.2.I. Educational level of expatriates

There has been a significant rise in the level of education of expatriates. In 1957, around 

43 percent was illiterate and another 37 percent could only read and write (see Table 

2.10 above). At the same time, less than 5 percent of the expatriates had university 

degrees. While there was not much of an increase in the proportion of university 

graduates among expatriates, the proportion of intermediate and high school graduates 

increased significantly from 3.7 percent to 15.3 percent for intermediate and from 7.9



percent to 13.8 percent lor secondary between 1957 and 2004 (Ministry of Planning, 

2004). Despite the improvements made so far, most of the expatriate labour force 

remains lowly qualified.

2.4.2.2. Occupation of expatriate labour force

The expatriate labour force in Kuwait occupies mainly blue-collar jobs. In 1957, 

approximately 71 percent of expatriates were production workers and only 6 percent had 

professional or technical jobs (see Table 2.11 above). At the same time, only 8 percent 

had clerical jobs and 9.4 percent had service-related jobs. By 2004, while the proportion 

of production workers declined to 42 percent, that of the service related workers 

increased to 35 percent (see Table 2.11). At the same time, the proportion of 

professional and technical workers increased to 7.6 percent. By and large, expatriate 

labour force has been and continues to be concentrated in occupations that are 

characterized by low wages.

2.4.2.3. Economic Activity

The distribution of labour force by economic activity presented in Table 2.12 shows that 

the expatriate labour force is concentrated in social services jobs, which include public 

administration, education, health, and other social services. It was estimated that around 

51 percent of expatriates worked social services in 1957. By 2004, however, the 

proportion increased to 56 percent. At the same time, in the year 2004, over 18 percent 

of expatriates were employed in the wholesale and retail trade jobs (see Table 2.12).

2.5. Conclusion

This chapter has reviewed Kuwait’s economy (in terms of its structure, development 

strategy, and economic growth), population (in terms o f growth rates and composition), 

and labour force (in terms of characteristics, growth and composition). It has shown that 

Kuwait has spent its oil revenues on the development o f physical and industrial 

infrastructure, on the improvement of human capital resources, on the diversification o f 

the economy, and on the betterment of the standard o f living. Despite the efforts and 

commitments made so far, the economy continues to suffer from a number of problems. 

The rapid expansion in economic activity, following developments in the oil market, led 

to high demands for labour opportunities, which the native population has not been able 

to fulfil. This led to an inflow of foreigners who have been attracted by work



opportunities and good income (compared to their countries). The government's "social 

welfare” system has led to the expansion of government services that created job 

opportunities. In an effort to narrow the persistent deficit in its annual budget, the 

Kuwaiti government attempts to gradually transform its economy from a welfare- 

oriented to a market-oriented sustainable system. The biggest challenge it faces, 

therefore, is the productive employment of its national human resources. This entails not 

only ensuring demand for Kuwaiti labour in the national economy (particularly in the 

private sector), but also imparting necessary skills to an increasingly large pool of new 

entrants to the labour market and re-training the existing workforce to meet the new job 

requirements

Kuwait has an increasingly young population, thus causing high dependency rates and 

the indigenous labour force to grow more slowly than the indigenous population. As a 

result, Kuwait depends upon the immigrant labour force. Expatriates exceed the Kuwaiti 

labour force in most sectors. When comparing the distribution of Kuwaitis and 

expatriate labour forces, it can be seen that Kuwaitis are predominant in only the public 

sector and significantly in government occupations. In contrast, expatriates are 

predominant in production and construction jobs. A large majority of Kuwaitis tend to 

work in the government sector, mostly in clerical jobs that could actually be performed 

by employees with a secondary education. In this context, an education system that is 

responsive to the educational needs of society and the economy is of critical importance 

in Kuwait. This will be discussed in the next chapter.



CHAPTER THREE

DEVELOPMENT AND STRUCTURE OF EDUCATION SYSTEM

IN KUWAIT

3.1. Introduction

This chapter provides a description of the development and structure of the education 

system in Kuwait since independence. It also explains how the various aims and the 

structure of education have changed over the years. It also describes the Kuwaiti 

government's efforts towards the development and improvement of the education 

system at all levels. Finally the chapter focuses on the structure and operation of the 

higher education system because of its importance and relevance to this study of the 

relation between higher education and the labour market.

3.2. Historical Development of General Education in Kuwait

3.2.1. Pre-independence

Religious groups, locally known as Al-Motawais, started the first general education 

school in Kuwait in about 1887. The Al-Motawais, who taught in the Kuttabs (Islamic 

schools), were paid to teach out of private funds, and the whole system existed on fees 

collected from the pupils. The main objective was the teaching of reading, writing, 

arithmetic, and, of course, religion (Ministry of Education. 1998: 24). Whilst religion 

has always provided an important motive for developing an educational system, there 

was also an economic objective, particularly to develop the ability to conduct business 

transactions with other Arab countries, India and East Africa. Therefore, the increase 

in Kuwait’s trade relations with other countries led to a further development in 

education (Kashit, 1985). By the early 20th century the country became ready for the



foundation of the first organised public school with a planned curriculum. By 1912 

the first school for boys had been established and was named '"’Al-Mubarakiyah” after 

the ruler Sheikh Mubarak Al-Sabah. The school was subsidised by merchants. A 

council of three well-known and prosperous merchants undertook the financial and 

administrative management of the school. Similar to “Al-Mubarakiyah”, a second 

school for boys was established, called “Al-Ahmadiyah” after the then ruler Sheikh 

Ahmed Al-Jaber. The new school also had a financial council composed of 

merchants, and the curriculum differed from the previous school only by the inclusion 

of the additional subjects of English Language and bookkeeping (Kashif, 1985: 14- 

15).

Due to the depression in the world economy and the pearl-market in particular, both 

schools faced serious financial problems during the period 1931-1936 and almost had 

to be closed. In order to solve the financial problem, the merchants voluntarily 

decided to raise the government customs duties on their imports from 4.5% to 5%, 

allocating the additional half percent towards subsidising education. Consequently, in 

accordance with a decree issued by the ruler on 15th o f October 1935, an Advisory 

Council for Education was founded. It was composed of six elected members, headed 

by Sheikh Abdullah Al-Jaber, who had then become the advisor to the Amir of 

Kuwait. Later in the same year, the Department of Education was established and it 

assumed administrative and financial responsibility for the existing schools. The 

objectives behind assigning the responsibilities of education to the government are 

described by Kashif (1985: 18) as follows:



1. To develop a system of education compatible with that of the more advanced 

Arab countries;

2. To establish a budget for education that was not dependent on the economic 

well-being of individuals;

3. To start as many schools as possible for boys and girls at various levels of 

education, so that the ‘Kutabs’ would be replaced by more modern schools.

4. To recruit Arab teachers to meet the country’s demand for qualified staff.

The first traditional ‘Kuttab’ to teach girls reading, writing and arithmetic was 

founded in 1926, and after having received the Amir’s permission, the first organised 

state's school for girls was established in 1937/38. While boys enjoyed free education 

in government schools, girls had to pay a monthly fee for their education in the 

private school ‘Kuttab’ until 1940. The curriculum at the girls’ school did not differ 

much from that of the boys’ elementary school, with the exception o f the teaching of 

basic nursing skills, first aid, hygiene, sewing and knitting in line with the dominant 

gender rules of the surrounding society (Al-Essa, 1981). From 1936/37, an additional 

grade was added every year bringing elementary schooling to a total o f six years. By 

1942/43, the stages of education were complete and pupils could finish their 

secondary education (Kashif, 1985).

The new schools attracted growing numbers of pupils from the ‘Kuttabs’, and the 

government had to open more schools. Efforts to improve education in the country 

increased and teachers were recruited from different Arab countries. By 1954 there 

were a total of 49 schools, 28 of them for boys and 21 for girls. The number of pupils 

increased from 620 boys and 140 girls in 1937/38 to 10100 boys and 4200 girls in



1954/55. The teaching staff also increased over the same period from 26 men and 5 

women in 1937/38 to 630 men and 291 women in 1954/55 (Al-Essa, 1981: 34).

3.2.2. Post-independence

Important changes in the history o f Kuwait after 1956 (such as increase in oil 

production, inflow of labour from other countries, and the increase of population) led 

to an increased number of children needing to be educated and a consequent increase 

in the number of schools. At independence in 1961, Kuwait became a member of the 

Arab League. In the same year, the Council of Education became the Ministry of 

Education (MOE). In order to strengthen the foundations of education in the country, 

education became compulsory in 1965 for all Kuwaitis between the ages of six and 

fourteen.

Since its independence, one of the key elements o f Kuwait’s economic development 

strategy has been the growth of national human resources. In this context, the progress 

of the education sector has been central to the country’s economic objectives. To meet 

the educational needs of the population, education has been treated as a priority 

objective. Although the private sector has been encouraged, the government has taken 

a leading role in the provision of education. While both the private and the public 

sectors provide educational services, the public education system has been the most 

prominent.

The educational services provided by the public education system are divided into 

three main categories: formal education, non-formal education and higher education. 

Formal education, which is administered by the Ministry of Education (MOE), 

consists mainly of general education (GE), comprising kindergarten (2 years), primary



(4 years), intermediate (4 years) and seeondary (4 years) levels. In addition, formal 

education includes what is called qualitative education and technical education. 

Qualitative education provides specific types of schooling, such as religious education 

and education for disabled and mentally retarded individuals. Technical education 

consists primarily of the music institute. Non-formal education is aimed at providing 

individuals throughout the country, regardless of their age and gender, with various 

educational, cultural, religious and scientific knowledge through non-formal 

educational means such as adult education centres, the provision of free library 

access, educational programmes on Radio and TV, public conferences and lectures, 

and other cultural and religious festivals and national events.

Higher education in Kuwait, which is administered by the Ministry of Higher 

Education (MOHE), is a combination of junior colleges that run different programmes 

ol various durations ranging from one to four years and a general degree university 

(grades 13-20). The Public Authority for Applied Education and Training (PAAET) 

administers junior college courses, which provide applied and technical education. 

The Kuwait University (KU) is the only public institution in the country that 

administers general degree programmes, and offers a wide range of specializations in 

natural and social sciences, and humanities.

Private schools in Kuwait, which come under the supervision of the MOE, cover all 

levels of general education, but are based on different national educational systems 

(e.g., British, American, French, Arab, Pakistani, Indian and Iranian) and follow 

different curriculum that are neither uniform across private schools nor similar to 

those in public schools. The different systems followed by the private schools are in



response to the composition of the expatriate population. An overwhelmingly large 

proportion (93%) of the national students attend public schools, whereas 

approximately 72% of the expatriate students go to private schools (Ministry of 

Education, 2004).

Since 1969/70, the public education system has expanded substantially. The total 

number of schools and classrooms in the public general education system has almost 

tripled (see Table 3.1). The sharpest increase has been in secondary schools, followed 

by kindergarten schools. Private educational facilities have also grown. During the 

period from 1969 to 2000 the number of private schools and classrooms has more 

than quadrupled (see Table 3.1). The relatively higher growth in private educational 

facilities indicates that, over the years, the relative size o f the public education system 

has declined and that of the private sector has increased. Currently, the public 

education system accounts for about 70%, 80% and 68% of the total students, 

teachers, and classrooms, respectively, in the general education system. The largest 

proportion of teachers is at the intermediate and secondary levels (30% each), 

followed by primary (29%) and kindergarten (11%) (see Table 3.1). As for higher 

education, over the years, both KU and PAAET have expanded substantially. In the 

case of KU, between 1969/70 and 2003/04, the number of teachers in the university 

increased from 158 to 1082. At the same time, since its establishment in 1983/84, the 

number of teachers in PAAET has increased from 585 to 1331 (see Table 3.1).



T ab le 3.1. D evelopm en t o f  E ducational Facilities in K uw ait (N um bers)

L e v e l

P u b lic P r iv a te T o ta l

1 9 6 9 /7 0 1 9 7 9 /8 0 1 9 8 9 /9 0 1 9 9 4 /9 5 1 9 9 9 /0 0 2 0 0 3 /0 4 1 9 6 9 /7 0 1 9 7 9 /8 0 1 9 8 9 /9 0 1 9 9 4 /9 5 1 9 9 9 /0 0 2 0 0 3 /0 4 1 9 6 9 /7 0 1 9 7 9 /8 0 1 9 8 9 /9 0 1 9 9 4 /9 5 1 9 9 9 /0 0 2 0 0 3 /0 4

K in d e r g a r te n

S c h o o ls 4 3 6 0 120 138 149 155

C la s s r o o m s 4 2 2 6 5 4 1 .2 6 4 1 ,2 9 0 1 ,4 6 6 1 ,4 9 4 7 0 6

T e a c h e r s 6 7 7 1 ,2 2 8 2 .3 0 4 2 .3 8 8 3 .0 1 2 3 ,6 6 1 2 4 3 341 6 3 5 5 3 9 541 1,014 9 2 0 1 .5 6 9 2 .9 3 9 2 .9 2 7 3 ,5 5 3 4 .6 7 5

S tu d e n ts 1 2 ,8 4 2 1 6 .8 1 4 3 6 .7 2 3 3 8 ,0 8 8 4 4 .1 5 2 4 2 .3 7 5 5 ,6 9 3 1 0 .5 1 4 1 6 .6 5 2 1 0 .9 2 8 1 5 .5 1 4 2 0 .3 4 9 1 8 .5 3 5 2 7 .3 2 8 5 3 .3 7 5 4 9 .0 1 6 5 9 .6 0 6 6 2 .7 2 4

P r im a ry

S c h o o ls 84 168 197 174 182 193

C la s s r o o m s 1 .7 3 4 3 ,7 9 1 3 .7 4 7 2 ,9 7 7 3 .2 5 7 3 .6 2 4 1.421 1 .553 4 .6 7 S 5.177

T e a c h e r s 2 ,7 8 9 6 ,7 3 3 7 .1 0 2 6 ,7 7 9 7 ,8 1 7 9 .0 1 3 6 7 2 9 8 9 3 .2 0 8 2 ,2 4 2 2 .3 5 9 2 .5 8 1 3 .4 6 1 7 .7 2 2 1 0 .3 1 0 9 .0 2 1 1 0 .1 7 6 1 1 .5 9 4

S tu d e n ts 5 4 .4 1 8 P 2 . 2 3 8 1 1 8 .7 7 8 9 0 ,4 5 5 9 6 ,5 8 7 1 0 6 ,3 1 7 1 5 ,8 6 5 2 3 .3 8 8 7 0 .7 8 2 4 2 .8 0 9 4 3 .5 9 5 4 7 ,6 3 9 7 0 .2 8 3 1 4 5 .6 2 6 1 8 9 .5 6 0 1 3 3 .2 6 4 1 4 0 .1 8 2 1 5 3 .9 5 6

In te r m e d ia te

S c h o o ls 6 4 128 180 156 164 166

C la s s r o o m s 1 .3 8 7 2 ,9 8 7 3 .7 0 0 2 ,7 2 9 3 .0 3 9 3 ,1 7 4 1.271 1 .299 4 .3 1 0 4 .4 7 3

T e a c h e r s 2 ,6 8 9 7 ,1 4 6 9 .1 8 8 7 .1 7 4 8 ,7 0 6 9 .7 6 7 159 9 1 0 1 .9 8 8 1 .8 2 6 2 ,0 5 2 2 .5 8 1 2 .8 4 8 8 .0 5 6 1 1 .1 7 6 9.O 00 1 0 .7 5 8 1 2 .3 4 8

S tu d e n ts 4 3 ,0 3 7 9 2 .5 7 1 1 2 0 .3 0 0 8 5 ,0 1 4 9 4 .0 5 8 9 5 ,8 9 4 2 .3 6 7 1 7 ,5 2 2 3 8 .3 1 6 3 2 .7 2 1 3 8 .8 4 6 3 8 .8 4 8 4 5 .4 0 4 1 1 0 .0 9 3 1 5 8 .6 1 6 1 1 7 .7 3 5 1 3 2 .9 0 4 1 3 4 .7 4 2

S e c o n d a r y

S c h o o ls 13 66 136 108 118 120

C la s s r o o m s 4 3 8 1 ,6 1 2 2 .8 6 9 1,351 1 ,1 4 9 1 .4 1 0 9 3 9 1 ,073 2 .0 8 8 2 .4 8 3

T e a c h e r s 1 ,1 7 6 5 ,2 6 2 9 ,3 9 3 7 ,711 8 ,8 1 0 1 0 ,0 9 4 3 6 7 2 7 1 .0 1 6 1 ,4 6 9 1 ,8 9 8 2 .1 8 5 1 .2 1 2 5 .9 8 9 1 0 .4 0 9 9 .1 8 0 1 0 .7 0 8 1 2 .2 7 9

S tu d e n ts 1 3 ,4 2 3 4 7 ,2 7 6 9 7 .9 1 7 6 1 .1 0 8 7 3 ,7 6 3 7 8 .9 5 4 3 0 9 9 ,8 9 7 1 4 .0 4 7 1 8 .4 8 3 2 7 ,0 4 1 3 1 .0 8 7 1 3 .7 3 2 5 7 .1 7 3 1 1 1 .9 6 4 7 9 .5 9 1 1 0 0 .8 0 4 110 .0 4 1

G e n e r a l  E d u c a t io n

S c h o o ls 2 0 4 4 2 2 6 3 3 5 7 6 6 1 3 6 3 4 79 5 9 3 3 7 2 5 8 3 3 6 2 8 3 481 9 7 0 8 3 4 9 4 9 6 3 4

C la s s r o o m s 3 ,9 8 1 9 .0 4 4 1 1 .5 8 0 8 .3 4 7 8 ,9 1 1 9 ,7 0 2 9 0 9 1 ,904 4 ,1 3 5 3 ,4 2 7 4 .1 7 2 4 .6 3 1 4 .8 9 0 1 0 .9 4 8 1 5 .7 1 5 1 1 .7 7 4 1 3 .0 8 3 1 4 .3 3 3

T e a c h e r s 7 ,3 3 1 2 0 .3 6 9 2 7 ,9 8 7 2 4 ,0 5 2 2 8 ,3 4 5 3 2 ,5 3 5 1 ,1 1 0 2 ,9 6 7 6 .8 4 7 6 ,0 7 6 6 .8 5 0 8 .3 6 1 8 .4 4 1 2 3 .3 3 6 3 4 .8 3 4 3 0 .1 2 8 3 5 .1 9 5 4 0 .8 9 6

S tu d e n ts 1 2 3 ,7 2 0 2 7 8 ,8 9 9 3 7 3 ,7 1 8 2 7 4 ,6 6 5 3 0 8 ,5 6 0 3 2 3 ,5 4 0 2 4 ,2 3 4 6 1 ,3 2 1 1 3 9 ,7 9 7 104 ,9 4 1 1 2 4 .9 9 6 1 3 7 ,9 2 3 1 4 7 .9 5 4 3 4 0 .2 2 0 5 1 3 .5 1 5 3 7 9 .6 0 6 4 3 3 .5 5 6 4 6 1 .4 6 3

P A A E T

T e a c h e r s 0 0 8 8 8 1 .1 5 6 1 .2 6 8 1 .0 3 7 0 0 0 0 0 0 0 0 8 8 8 1 .1 5 6 1 .2 6 8 1 .037

S tu d e n ts 0 0 1 2 .1 9 8 1 7 .8 6 4 2 5 ,8 3 6 2 7 .7 0 2 0 0 0 0 0 0 0 0 1 2 .1 9 8 1 7 .8 6 4 2 5 .8 3 6 2 7 .7 0 2

K u w a it  U n iv e r s i ty

T e a c h e r s 158 5 8 4 9 1 2 8 3 5 1 .0 1 7 1 .0 8 2 0 0 0 0 0 0 158 5 8 4 9 1 2 8 3 5 1 .017 1 .082

S tu d e n ts 1 ,6 9 7 8 .4 5 1 1 2 .1 4 8 1 4 ,0 2 7 1 6 .7 6 4 1 8 .0 4 2 0 0 0 0
o 0 1 .697 8 .451 1 2 .1 4 8 1 4 .0 2 7 1 6 .7 6 4  1 1 8 .0 4 2

Source: Public Authority For Civil Information (PACI), 2005, P. 147
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In response to the need for expansion and bearing in mind the future economic, social 

and cultural development of Kuwait, the services of experts from Kuwait and other 

Arab countries were utilised to study the ‘best’ educational methods and plans to 

promote and direct the development of education. Based on the recommendations of 

the experts, in 1956/57, Kuwait adopted a 4/4/4 educational ladder system, which is 

four years in primary school followed by four years in intermediate school and four 

years in secondary school.

3.3.1. The Kindergarten (Nursery) Stage

The kindergarten or nursery education is a transitional stage between life at home and 

regular school life. The first nursery to be established in Kuwait was founded in 1954. 

By 2003/04 the number of public kindergartens had increased to 155 enrolling 42,375 

children of both sexes, looked after by 3,661 female teachers (Table 3.1). Girls and 

boys from the age of four are accepted in kindergarten and remain there for two years 

before entering primary school.

3.3.2. The Primary Stage

This stage represents the first systematic education that was adopted in Kuwait in 

1912. The main objectives of this stage in the government’s educational strategy 

(Ministry of Education, 1998) are:

1. To help the pupil to develop his/her mental ability by providing him/her with 

items of simple but valuable knowledge.

3.3 The Public Formal General Educational System



2. To help him/her to develop spiritual and moral growth through appropriate 

religious and ethical instructions.

3. To develop the child psychologically and promote his/her aesthetic feelings.

4. To develop the child socially and implant the sense of responsibility and co­

operation in him/her.

5. To develop the child physically and make him/her understand and practice 

correct rules of hygiene.

6. To develop in the child a strong national and pan-Arab feeling.

The primary stage is the starting point in establishing the principle of equal 

opportunity for everyone. Children at this stage pass through one of the most 

formative experiences of their lives. Moreover, primary education lays the basis of 

any kind of education during the subsequent stages. Whereas in 1936/37 there were 

only two primary schools in Kuwait, catering for 600 boys, by 2003/04 there were 

193 public primary schools with a total enrolment o f 106,317 pupils and 9,013 

teachers (Table 3.1).

3.3.3 The Intermediate Stage

This stage is actually an extension of the primary stage. According to the Ministry of 

Education (1998) the objectives of this stage are as follows:

1. To provide the pupils with basic national culture through Arabic and foreign 

languages and through the study of the history and geography of the Arab 

countries. In addition, to study the principles of science.

2. To try to discover pupils’ talents and aptitudes as a guide for higher education.



3. To give children ample opportunities for developing morally, socially and 

physically through various kinds o f social, physical and cultural activities.

In 1956/57 there were only five intermediate schools for both boys and girls in 

addition to intermediate classes in primary schools. The total number of pupils then 

was 3,554 (2,559 boys and 995 girls) taught by 287 teachers of both sexes. By 

2003/04, there were 166 public intermediate schools (80 for boys and 86 for girls) 

attended by a total of 95,894 pupils taught by 9,767 teachers (Table 3.1).

3.3.4 The Secondary Stage

Secondary classes did exist in 1937 but secondary education in Kuwait only began on 

a regular basis in 1942. Two forms of secondary education emerged: academic and 

technical. The first two years of the academic secondary school provide a general 

education. At the beginning of the third year pupils follow either a literary or a 

scientific discipline. All pupils are supposed to be oriented, prior to choosing either 

of the two courses, in order to ensure a reasonable balance between the numbers of 

pupils registered in each course and the requirements o f the country for secondary 

school graduates. In 1956-57, Kuwait had only two secondary schools; one for boys 

and the other for girls. There were 796 pupils (666 boys and 130 girls) taught by 78 

teachers. By 2003/04, the number of secondary schools increased to 120 (61 for boys 

and 59 for girls) with 10,094 teachers and 78,954 enrolled pupils (Table 3.1).

In addition to the ordinary academic schools, the secondary stage also includes 

technical schools. Over the years, the following technical schools were established:



1. The Technical College, inaugurated at the beginning of the academic year 

1954/55, and aimed at training Kuwaiti technicians and skilled workers in 

mechanics, welding, metal-working and carpentry.

2. A Technical Secondary School for Girls, established in 1956. The Ministry of 

Education with the Ministry of Social Affairs helped prepare the educational 

and technical programmes of this school in tailoring, needlework and 

maintenance.

3. A Secondary Commercial School established in the academic year 1963/64. 

Two different courses were provided -  a four-year course offering intermediate 

education, and a two-year course for government and private employees.

4. Teacher Training Institutes: Two teacher-training colleges, one for boys and 

the other for girls, were established in 1962/63 to help to prepare teachers for 

the kindergarten and primary education stages.

5. The Religious Institute was established in 1947 to prepare students for further 

education in Islamic jurisprudence and Arabic literature. The Institute provided 

education at all three stages, primary, intermediate and secondary (four years at 

each stage). Since its establishment, the Institute has been subject to several 

development plans, the most important of which was the cancellation of the 

primary stage at the beginning of the seventies. The curriculum of the Institute 

were designed to offer both a general education and a knowledge of special 

subjects, in particular the Koran, Islamic traditions, Arabic language, literature, 

and history, and Islamic jurisprudence. In 1969 there were a total of 240 

students in the Institute, taught by 36 teachers (Ministry of Education, 1970). In 

2002 the number of students enrolled in the intermediate and secondary stages



was 2,113 of which 836 were girls. The number of teaching staff was 341 of 

which 96 were female (Ministry of Planning, 2002).

The Technical College, the Secondary School of Commerce for Boys, the Technical 

Secondary School for Girls, Teacher Training Institute for both boys and girls were all 

closed by 1975. The ministries were not able to run these colleges because of the 

diversion of their objectives, and because of the increasing need of these colleges for 

specific and specialised staff having the necessary abilities and teaching experience. 

They have been, therefore, replaced by the technical collages of the Public Authority 

for Applied Education and Training (PAAET), which will be discussed later in this 

chapter.

3.4 The Private Education

Education in Kuwait has been essentially a government responsibility. The 

government provided free education, which included free text and notebooks, 

uniforms, meals, transport and other school necessities for every child resident in 

Kuwait. Private schools, however, were encouraged to play their role, especially in 

educating expatriates’ children, under the supervision o f the Ministry of Education. 

Private schools began in Kuwait with the economic expansion of the country 

following the flow of oil revenues in the late 1940s and early 1950s, and the in-flow 

of expatriate labour as a result. It became necessary for the private sector to come to 

the aid of government. In the face of the growing expatriate population and the 

limited number of government schools, the government has imposed restrictions on 

the admission o f expatriates’ children to state schools. To attend government schools,



priority is given to children of Kuwaiti citizens, Gulf States, and Arab expatriates in 

that order (A 1-1 ssa, 1981:60).

The Kuwaiti government found it imperative to expand education for expatriates’ 

children by encouraging the private sector to open more schools. In 1963, there were 

18 private schools attended by about 5,500 boys and girls and taught by about 240 

teachers of both sexes. Both pupils and teachers were predominantly male. By the 

academic year 2003/04 there were 354 private schools with 8,361 teachers and 

137,923 enrolled pupils (Table 3.1). Most pupils attending private schools are 

children o f expatriate workers, whose parents incur considerable expense in securing 

their offspring’s education. Since 1975 the Arab private schools' pupils have been 

enjoying a number of privileges such as exemption from half of the tuition fees, free 

books and free transportation services (Ministry of Education, Decree 736/1975).

3.5. The Adult Literacy Programme

Adult education in Kuwait has been strictly limited to its simplest aspect - that of 

eliminating illiteracy and providing educational opportunities for adults. In terms of 

methods and curriculum, this does not differ from the formal type of education. The 

government promoted adult education when the authorities realised that illiteracy was 

one of the greatest obstacles in the way of national development and progress. Hence, 

in 1950, it started a campaign for the elimination of illiteracy in the country. Courses 

of this kind began in 1958 when two centres for men were opened. In the same year, 

the government started a new full-scale programme for the education of adults to go 

beyond the level of literacy to the intermediate and secondary levels for all those 

capable of further studies. It should be mentioned that the responsibility for adult



education and eliminating illiteracy was shifted from the Ministry of Social Affairs to 

the Ministry of Education in 1966/67. During that year there were 33 centres, attended 

by 13,872 students of both sexes. In 1969/70 there were 36 centres for men (teaching 

about 9,800 students) and 25 for women (teaching about 3,650). By 2001/02, the 

number of centres increased to 71 of which 34 were for men and 37 for women. 

Because of improvement in the literacy level in the country, the total enrolment in the 

programme declined to 10,551 in 2002 (see Table 3.2).

Table 3.2. Adult Educational Centres by Gender and Nationality
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M 30 138 3,777 1,122 4,899 18 559 577

F 36 213 3,290 2,362 5,652 12 598 610

T 66 351 7,067 3,484 10,551 30 1,157 1,187

Source: General Statistics Office, ’‘Annual Statistics Abstract”, Ministry of Planning, Kuwait, 2003

Various problems have made people, particularly women, reluctant to take full 

advantage of informal education programmes. Such problems include ignorance about 

the programme’s time, place and objectives, inaccessibility of venue in remote areas, 

and a lack of incentives and motives to participate. One of the critical problems has 

been the lack of co-ordination between the non-formal education scheme on the one 

hand, and government departments such as health, social affairs, education (academic, 

technical and vocational) and employment on the other (Kashif, 1985: 159). Despite 

the efforts and resources devoted to it, the informal education programme continues to 

face many problems. This is primarily because it is handled as a part-time



responsibility of the Ministry of Education, which is mainly concerned with formal 

education (Al-Kbraheem, 2000).

Table 3.4. Educational Status of the Kuwaiti Population and its' Distribution by Gender for 
Census Years (10 Years and Over)
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3.7. Higher Education in Kuwait

The responsibility for the provision of higher education in Kuwait is being shared by 

two main institutions; Kuwait University (KU) and the Public Authority of Applied 

Education and Training (PAAET); under the supervision and control of the Ministry of 

Higher Education.

3.7.1. Kuwait University

In 1965/66, the government established Kuwait University (KU) with two faculties, 

namely, Faculty o f Science and Faculty of Arts. It included a separate university 

college for women. Initially, the university had a teaching staff o f 31, mostly 

professors, which reflected the serious nature of the foundation and setting up of the 

university (Hammad, 1987). The initial student intake was 418 of both sexes. Only 86 

o f them were enrolled in the Faculty o f Science. Since then, 10 new faculties have 

been added: Shariaa, education, allied health, medicine and pharmacy, engineering, 

commerce, law, social sciences, dentistry and administrative sciences. At present, 

there are 30 different programmes (departments) being covered by all the faculties 

(Kuwait University, 2004). In general, the university offers four-year degree 

programmes in different areas and prepares students for a bachelor’s degree in 

different subjects. Some departments in various faculties also offered Masters 

Degrees and special diplomas. The university follows a semester-based unit system, 

which has been adopted since the academic year 1972/73 (Kuwait University, 1997). 

Until recently KU was the only institution for post-secondary education in the 

country. During the last 2-3 years, the government has issued licenses for opening 

three private universities to offer general degree programmes (Ministry of Higher

Education. 2001).



Student admission to institutions of higher education in Kuwait is determined by the 

results of the Secondary School Certificate Examination. The Certificate of 

Completion, which is given to each student who successfully passes (with a minimum 

mark of 50%) the secondary education examination of the Ministry of Education, is 

the only requirement for admission in KU. There are no tuition fees for student. Free 

accommodation and a monthly allowance are also given to all Kuwaiti and Arab 

students, especially those coming from the Gulf region.

Kuwait University has seen a rapid expansion in enrolment as a result of the open 

admission policy followed by the government. Compared to 418 students in 1966/67, 

the total number of students enrolled in the university reached 18,042 in 2003/04 (see 

Table 3.1). Kuwait University has a fixed admission quota for Kuwaiti and non- 

Kuwaiti students. Currently, the admission quota is 90% for Kuwaitis and 10% for 

non-Kuwaitis. That means the majority of Kuwait University students are Kuwaiti 

nationals.

The rapid increase in secondary school graduates seeking admission to the university, 

lack of other alternatives to post-secondary education, and the wish of Kuwaiti 

families to see their children pursue higher education, have forced the government to 

regulate admissions by evolving an allocation process and establishing a grade system 

for admission to a particular school (major) or college, and a quota system for each 

faculty. Enrolment in faculties depends on the students' grades. Students with higher 

grades have more choices than those with lower grades to enrol in colleges they 

prefer. Medicine, engineering and sciences have the most stringent requirements,



while others tend to be more accessible. As a result of this policy, several problems 

have appeared in the higher education system. For example the strategy of the cut-off 

point system is not based on labour market demands for skills and qualifications but 

on the availability of places in each faculty. Al-Fnczi (2000) has criticized the system 

on the basis that the university, under pressure from the parliament, accepts more 

students to avoid political clashes. On the other hand, faculties with greater number of 

staff accept more students and, as a result, have larger numbers of graduates. On the 

other hand, faculties with fewer staff produce fewer graduates. Since the faculties of 

Medicine and Sciences are facing the problem of shortages in qualified staff, they 

tend to admit a smaller number of students and as a consequence fail to satisfy the 

demand of the labour market.

One of the major problems of higher education in the Gulf region is the shortage of 

qualified faculty staff (Badavvi. 2002). As a result of the rapid increase in university 

enrolment, the number of teaching staff increased dramatically from 31 members in 

1966/1967, the first academic year of the university, to 1,082 in 2003/04. Since the 

university cannot yet train its own teaching staff, it recruits foreign staff or nationals 

trained abroad. The problem of finding qualified staff for professional schools is even 

more acute (Badavvi. 2002). Qualified candidates for faculty appointments are few, 

while the demands for their services are increasing in both the public and private 

sectors. Kuwait University has developed substantially over the last four decades and 

the number of colleges and students has increased. This caused the university to 

recruit expatriate staff to work on limited term contracts, which affected university’s 

ability to understand and forecast the needs of the academic staff (Al Sharrah. 1998). 

The lack of trained nationals has led many countries in the region to depend on



foreign academic staff, which resulted in a competition among the universities of the 

region for the limited supply of qualified foreign lecturers and professors.

In order to counteract the problems of staff shortages, the University of Kuwait 

sponsors Kuwaiti graduates to obtain a doctorate degree by studying abroad. This 

policy has led to an increase in the number of Kuwaitis among the university staff but 

it not enough to meet the increasing demand. In the academic year 2002, for example, 

there were 680 Kuwaitis teaching staff among a total of 1052 (Table 3.3). The number 

of Kuwaiti instructors in the Faculty of Science is 81, whereas the number of 

expatriate instructors is 100. In the Faculty of Medicine, for example, there are 43 

Kuwaitis and 95 expatriates, and one Kuwaiti in the Assisting Medical College and 16 

expatriates. Shortages in academic staff are felt more in the scientific and professional 

disciplines than in the humanities. For example, in 2002, the number o f Kuwaiti 

instructors in the Faculty of Arts was 154 whereas the number of expatriates was 16. 

In the Faculty of Education there are 62 Kuwaitis and 20 expatriates (Ministry of 

Planning, 2003).

Moreover, the public and private sectors are attracting larger numbers of degree 

holders especially at the doctoral level by paying them high salaries, resulting in a 

further depletion of the limited number of well-trained faculty members (Al-Bustan.

2001).



Table 3.3 Kuwait University Staff by Nationality and Gender in 2002

Professor

Asst.

Professor
Lecturer Total

Kuwaiti 87 178 415 680

5
Non-

155 156 61 372
Kuwaiti

Total 242 334 476 1,052

Source: General Statistics Office, “Annual Statistics Abstract”, Ministry of Planning, Kuwait, 2003

3.7.2 The Public Authority for Applied Education and Training (PAAET)

The development of technical and vocational education on one hand, and of training 

on the other, continued until the state felt the necessity to establish an independent 

authority to supervise its output and plan its programmes. As a result, the Public 

Authority for Applied Education and Training (PAAET) was established in December 

1982, which brought various technical colleges operating at that time under one 

administrative setup (PAAET, 1999). Its activities include applied education colleges 

and technical training institutes. The applied education colleges offer programmes in 

basic education, business studies, health sciences and technological studies. The 

technical training institutes provide training in telecommunication and air navigation, 

electricity and water, industry, parallel education, nursing and special (tailored) 

courses in selected professions. Depending on the programmes, the minimum 

educational requirement for admission to one of the colleges, institutes or training 

centres under PAAET is either high school (i.e.12 years of schooling) or intermediate 

(i.e. eight years o f schooling).



PAAET is responsible for providing and developing the national labour force to meet 

the demand for the skills required for the development o f the country. It has, since its 

establishment, defined its objectives as long-term (five-year plan) and short-term. 

These objectives are encapsulated in three strategic points (PAAET, 2000: 10) as 

follows:

1. To provide in agreement with its mandate a skilled technical labour force;

2. To continue to increase its capacity in order to accomplish its responsibilities;

3. To increase the effectiveness of its systems and staff in order to raise the 

standard of their efficiency in achieving the main purpose of its mandate.

3.7.2.I. Activities and Functions

The activities and functions of PAAET can be classified into three main categories as 

follows:

1. The offering o f applied education and training programmes, with differing inputs, 

outputs and duration according to the requirements of each specialisation. Such 

training is divided into two distinct programmes:

• Applied education programmes offered by the four colleges of PAAET and 

are supervised by the applied education sector, and

• The various and diversified training programmes offered by PAAET 

training institutes and training centres are supervised by the training sector.

2. The administration (coordination), finance and support of operations of its 

colleges, institutes and training centres throughout the country.



3- PAAET also participates in many ancillary activities that are aimed at 

providing an appropriate academic environment, raising the efficiency of 

educational and training operations, and strengthening the link between the labour 

market and institutions related to the main activities of PAAET. These include 

applied research activities and vocational development programmes for the 

teaching and training staff (PAAET, 2002:12).

There are four colleges under the control o f PAAET, each of which has a number of 

schools offering post-secondary vocational and technical education. These are the 

College of Basic Education; the College of Health Sciences; the College of 

Commercial Studies; and the College of Technological Studies. More detailed 

information about these colleges will be discussed in Chapter four of this study.

There are also four training centres and institutes under the control of the PAAET. 

These centres are: the Telecommunications and Navigation Institute; Electricity and 

Water Institute; Nursing Institute; and the Industrial Training Institute. They provide 

courses at three different levels according to the educational qualifications of the 

students. The three levels are those of technician, assistant technician and skilled 

worker. Each course varies in duration but usually lasts between 1-2 years. 

Admission to the technician course usually requires a secondary school certificate, 

mainly from a science discipline. The assistant technicians’ course requires the 

intermediate school certificate, and for the skilled workers course, students are 

accepted with below the intermediate level of education (PAAET. 2002).
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1 3 .2 .2  Problems of Vocational & Technical Education

In Kuwait there are several problems affecting the development and the efficient 

functioning o f the technical education and training courses. Some of the main 

problems can be summarised as follows (Wadi, 2002: 34):

• A high dropout rate amongst trainees and withdrawal from studying, which is 

attributed to low achievement in the general secondary certificate.

• Inadequate incentives and motives for students to enrol and trainees to complete 

their studies. Generally, students do not show much interest in vocational education. 

They opt for secondary courses that lead to university education. Given that the 

Government of Kuwait offers priority employment opportunities to university 

graduates, from the perspective of an individual the choice of university education 

seems to be logical and rational.

• The influence of social and traditional customs on the ability and willingness o f 

trainees to enrol and complete their studies. A study carried out by Al-Enezi (2000: 

149) showed that 66% of the secondary schools’ students, and 85.5% of employees 

believe that the unwillingness to study and take up a job in the technical and 

vocational fields is because of the inferior social attitude towards those who are 

taking vocational qualifications.

• The quality of the training institutes and schools is below the required standard, due 

to inefficiency of the training of personnel, the low standard of training techniques, 

and the lack ot sufficient personnel needed for training, especially when training 

needs specialised instructors (Burney et al. (2002).



• The non-employability of the skills leant by the graduates in their career prospects. 

It is noticeable that many trainees do not work in the field o f their specialisation 

after they graduate. This is indicative of a loss in the utilisation of facilities available 

for training (Al-Hnezi, 2000: 133). Many trainees, especially the skilled workers and 

assistant technicians, find that they are unable to compete with the expatriate labour 

after the completion of their courses. This is particularly true in the private sector, 

because expatriates tend to have more skills and experience, and are willing to 

accept lower salaries. After being forced out of the field of their specialisation, the 

trainees are attracted to the only alternative, namely, the public sector where they 

are able to secure easy employment. Despite the fact that not all the trainees 

employed in the public sector get jobs that are relevant to their field of 

specialisation, many of them are happy to ignore this fact in order to have a white- 

collar job that is considered more suitable for their social backgrounds (Al-Enezi, 

2000).

3.8. Higher Education: Issues of concern

Over the years, the number of students pursuing higher education (KU and PAAET) 

has increased significantly but the performance of both institutions, in terms of 

number and quality of graduates, has been far from satisfactory. Burney et al. (2002) 

has shown that both KU and PAAET suffer from low completion rates and a high 

non-teaching vs. teaching staff ratio. For instance, the average completion rates for 

KU and PAAET are below 30%. Non-teaching staff account for more than 70% of 

employees. Over-staffing by non-academic staff is the outcome of the administrative 

structure and official procedures that are typical of government bureaucracy (Al-



Bustan. 199X). The administrations of the two institutions have tried hard to establish

appropriate work structures that would free individual faculties from time-consuming 

administrative functions (Massialas. 1908), but being public sector organizations and 

part of the Ministry of Higher Education these efforts have not been very successful 

(Al-Haj.2003).

In addition to the over-staffing and low completion rates, KU “is falling short of 

achieving its stated objectives of preparing the desired type of manpower to help in 

the national development process” (Alsharrah. 1998: 23). One of the main factors 

affecting the quality of graduates of KU is the absence of curricula that are expected 

to promote learning, attitudes and skills essential for scientific and industrial progress 

and to push forward the wheels of development (Massialas 1998: 70). Approximately 

75% of the annual graduates of KU are in the fields of arts, education, religious 

studies and administrative sciences, which have limited demand in the private sector. 

A review of studies of the links between the education system output and labour 

market needs reveals that employers are relatively dissatisfied with the quality of 

secondary and tertiary graduates (Kuwait University, 2002). This issue will be 

discussed in more details in this study.

3.9. Conclusion

This chapter has examined the development of education system in Kuwait. In terms 

of facilities, while the system has grown over the years, the system, particularly the 

public education system, suffers from a number of problems. In particular, it is not 

catering for the social situation and the needs of the Kuwaiti economy. Kuwait faces a 

separation between the output of the educational system and the requirement o f the 

labour market, the economic development process and future requirements. It is,



therefore, necessary to understand the relation between development, education and 

labour market requirements in general and in Kuwait in particular. Hence, the next 

chapter will address the relationship between education, development and human 

capital in conceptual analysis.



CHAPTER FOUR

DEVELOPMENT, EDUCATION AND HUMAN CAPITAL: A 

CONCEPTUAL ANALYSIS

4.1 Introduction

This chapter focuses on the theoretical arguments that link education and training to 

human capital development. A distinction is also drawn between education, training, 

and learning, and their contribution to economic growth. The human capital theory 

and the relationship between education and development are discussed. This chapter 

discusses also the relation between education and development from a historical, 

economic and social aspect, and concludes with the main reasons for the failure of 

education systems in developing countries like Kuwait.

4.2. Human Resources Development

Human resources development has been defined as "the developm en t o f  the skills, 

know ledge a n d  a b ilitie s  o f  the individuals w ho can con tribu te to the econom ic a n d  

so c ia l developm en t o f  a  country. The p ro c e s s  is not to be lim ited  to the w orking  

popu la tion , but ra th er ex ten ded  to include o th er individuals (actual o r  p ro sp ec tive ) in 

the econom ic a n d  so c ia l developm en t p r o c e s s ” (Barro, 2000: 16).

As it refers to prospective individuals, this definition implies the principle of future 

planning. Sen (1999) argued that the strategy of human resources development is an 

investment in education and training to improve the skills, knowledge and behaviour 

of the labour force. He considers human resources strategy as one of the important 

elements of any economic and social development strategy.



The aim of human resources development is to link economic and social development 

to the plans and programmes of the labour force. Higher productivity standards can 

only be achieved through setting and implementing adequate education and training 

programmes (Sen, 1999). Therefore, human resources development can be seen as a 

comprehensive process that enables people to acquire, maintain and improve their 

skills in addition to acquiring knowledge and abilities that would enable them to 

participate in economic and social development (Torrington et al, 2002). It is evident 

that education and training are the two essential factors in the process of human 

resources development. Thus, there is a need to understand and explain separately the 

concepts and meanings related to education, training and development (Luoma, 

2000).

The human resources development policies, strategies and practices of an organisation 

are driven by the business and human resources needs o f the enterprise (Torrington et 

al., 2002). It has been argued that without investment in human resources 

development the community will be trapped in a low wage and a low skills economy 

(Ranbird, 1994). Organisations, which do consider human resources development, 

usually see it as a key to implementing business strategy in a reactive way. Human 

resources development contributes to improved productivity in the economy, reduces 

skills miss-matches in the labour market and promotes a country's international 

competitiveness (Krueger, 2001).

4.2.1. Education

Education is usually a pre-experience activity, which leads to academic or vocational 

qualifications prior to one’s employment career. Not all education courses are pre­

i



experience because some are undertaken during one’s career development. Education 

can be gained through full-time or part-time, indoor or outdoor learning.

According to Reid and Barrington (1997: 53) education is “the a c tiv itie s  that aim  to 

develop  the kn ow ledge , skills, m oral va lu es a n d  understanding req u ired  in a ll a spects  

o f  life ra th er than know ledge a n d  sk ills  re la tin g  to on ly  a  lim ited  f ie ld  o f  a c t iv i ty ”. 

Education is the most important and the most essential and integral tool for the socio­

economic development of nations. Hence, it is imperative to study the nexus of 

education and development. They are both counterpart and dependent on each other. 

The two types o f education, academic and vocational, are discussed in more details in 

Chapter five. In the reminder of this chapter the emphasis will be made on training, 

learning, development and human capital theory in order to develop a conceptual 

framework for the study.

4.2.2. Training

Training can be defined as the formal and systematic modification of behaviour 

through learning, which occurs as a result of education, instruction, development, and 

planned experience (Stewart, 1999). The fundamental aim of training is to help the 

organisation to achieve its purpose by adding value to its key resources- the people it 

employs. Training means investing in people to enable them to perform better and to 

empower them to make the best use of their natural abilities.

According to Kneller (1999: 215), training is a “p la n n ed  p ro cess  to m odify attitude, 

know ledge o r  sk illed  behaviour through learning experience to ach ieve effective  

perform an ce in an  a c tiv ity  or a range o f  activities. Its purpose, in w ork  situations, is



to develo p  the a b ilities  of the individuals an d  to sa tisfy  the current a n d  f  uture needs o f  

the organ iza tion  ”.

Armstrong (2001) argued that many organizations depend on training in order to:

• Develop the skills and eompetencies of employees and improve their 

performance;

• Help people to grow within the organisation in order that, as far as possible, its 

future needs for human resources can be met from within; and

• Reduce the learning time for the employee starting in new job or appointment, 

transfer or promotion, and ensure that they become fully compliant as quickly 

and economically as possible.

According to Stewart et al (1995), training can be divided into three categories as 

follows:

- Knowledge:

o Technical -  specific to the job, without which the job could not be done, 

o Context -  relates to elements to do with employment.

o Background -  relates to elements such as organization, history and relationship 

with stakeholders.

- Skills:

o Intellectual -  sometimes referred to as "mental” skills, such as judgment and 

creativity.

o Physical - also known as "manual" such as sensory activity and co-ordination, 

o Interpersonal -  also known as “social” such as verbal communication and 

leadership.



- Attitudes:

The concept of attitudes is highly complex and controversial. However, in simple 

terms, and in the context of work, attitudes held by individuals can be good/bad, 

positive/negative, or desirable/undesirable. The distinction will depend on the nature 

and requirements of the job (Stewart et al, 1995).

4.2.3. Learning

Learning has a broad definition. It very often related to "what we did when we went to 

school" (Twigg, 1998: 22). In reality, most people are continuously going "to school". 

Learning occurs all the time. A generally accepted definition of learning, therefore, is 

"any relatively permanent change in behaviour that occurs as a result of experience" 

(Cuban, 1997: 219). Ironically, it can be said that changes in behaviour indicate that 

learning has taken place and that learning is a change of behaviour.

Argyris (1993, 166) makes the point that “learn in g  is not s im p ly  having  a  new  insight 

o r a  new  idea. L earn ing  occurs when w e take effective action, when w e d e tec t an d  

correct, how do  yo u  know when yo u  know som ething, when yo u  can pro d u ce  w hat it is 

yo u  claim  to know  Individuals learn for themselves and learn for other people. They 

learn as members of teams and by interaction with their managers, co-workers and 

people outside the organisation. For effective learning to take place at the individual 

level it is essential to foster an environment where individuals are encouraged to take 

risk and experiment where mistakes are tolerated, but where means exist for the 

involved to learn from their mistakes (Birchall and Lyons, 1995). Learning can come 

under the following:



• M otivation or a  sense f o r  pu rpose: People learn best when they see a worthwhile 

end produet to the proeess.

• R elevance to p erso n a l in terest a n d  choice: Learning will be motivated best if the 

learner sees it as relevant.

• Learning by doing: Understanding is essential to effective performance and only 

doing can promote real understanding.

• Freedom  to m ake m istakes in safety: Learning must ensure that individuals know 

that it is safe and permitted to fail, but trainers or mentors have to help them learn 

from their mistakes.

• Feedback: Learners need feedback on how they are doing but this is best provided 

by giving learners the means to evaluate their own progress, and

• Freedom  fo r  learn ers to eva luate their ow n tim e a t their own pa ce:  Learning will be 

more effective if trainees can manage it themselves in accordance with their own 

preferences to how it should progress (Argyris, 1993).

4.2.4. Development

According to Harrison (1997: 7), "d evelo p in g  p e o p le  as p a r t  o f  an o vera ll human  

resou rces s tra teg y  m eans the skilful p ro v is io n  a n d  organ iza tion  o f  learn ing  

experiences -  p rim a r ily  but not exclusively  in the w orkplace, in o rd er that business  

g o a ls  an d  organ iza tion a l grow th  can be achieved. Such developm en t m ust be a lig n ed  

w ith the organiza tion 's vision  an d  lon ger term  g o a ls  in ord er that, through enhancing  

the skills, know ledge, learn ing  a n d  innovative ca p a b ility  o f  p eo p le  a t every  level, the 

organization  as w e ll as the individual can prosper" .



Moreover, Barro (2000) described development as "the so c ia l p ro cess  d irec ted  

tow ards crea tin g  changes within the econom ic an d  so c ia l structure that is ab le  to 

crea te  se lf-su sta in ed  p ro d u c tive  ca p a b ilities  an d  it w o u ld  lea d  to regu lar increases in 

the actual a verage  incom e of the individual. It aim s at secu rin g  the individual's basic  

needs an d  h is/her righ t in p a r tic ip a tin g  a n d  secu ring  h is/her sa fe ty  a n d  sta b ility  in the 

long term  ” (Barro, 2000, p. 71).

From the definitions and the brief discussion provided above, it can be concluded that 

the four concepts of human resources development (education, training, learning, and 

development) concentrate on knowledge, skills and understanding. Both development 

and training come under learning, which is an inevitable outcome of education, and 

educational activities develop knowledge and skills. There are also some differences 

between these concepts. Learning and education concentrate on values and behaviour 

and aim at long-term changes while training and development, on the other hand, 

concentrate on organizational needs and the needs of the work place. The latter are 

relatively short term, and are designed to meet specific needs, and aim to provide 

skills and improve abilities. As education involves learning, and training involves 

development, this research focuses on education and training as a means o f human 

resources development in Kuwait.

It is universally accepted that education and training are human rights, as they lead to 

the development of abilities and skills of human resources (Sen, 1999). The 

International Labour Organisation (ILO) recommended that skill, development 

(through training) and providing lifelong learning for all (through education) are 

massive undertakings in any country (ILO, 1995). The formidable task ahead points to



the need for pursuing and speeding up reforms of education and training throughout 

the world. It is also argued that education and training make people employable, help 

them to gain access to decent work and escape poverty and marginalization by 

providing them with skills and knowledge that improve the quality of their 

performance. Education and training improve the productivity and incomes of 

workers, their mobility in the labour market, and widen their choice of career 

opportunities (Grubb et al., 2001). According to Husen (1994), an individual who gets 

education and training benefits will increase his/her chances of employment and 

increased lifetime earnings. The decision to educate oneself is seen as a rational 

behaviour where an individual compares the costs and benefits of education (Sen, 

1999). At the national level, growth and social development o f countries are 

invariably associated with large and sustained investments in education and training. 

Countries with the highest income are those where labour is most educated (Pritehett, 

1996).

4.3. Human Capital Theory

The theory o f human capital first appeared in 1960 when the American economist, 

Theodore Shultz, presented his theory before the American Economists Association 

(Shultz, 1961). This theory was based on examples of restructuring the Federal 

Republic of Germany and the role played by human resources in Japan after the 

World War II. It has contributed to the theoretical conviction that productivity of 

human resources is based on investment in education. Education, by itself, according 

to Rao (1996), is a productive investment, which leads to individuals’ economic 

success and creates more opportunities. Thus, it is argued that the concept of human



capital refers to skills, talents, abilities and individual knowledge that develop an 

individual's contribution to the production of goods and services (Thorrow, 1990).

Investment in human capital means postponing current consumption in order to 

achieve higher returns in the future. What encourages accumulation of the human 

capital is the possibility to achieve higher income. Investment in the human capital 

involves systematic education and training, and other informal forms that increase the 

human capital (Cohen, 1979). There is, as a result, a financial return that justifies 

investment in human capital whether by the individuals, the employers or the 

community in general (Psarchapolos, 1996). The investment by an individual in 

his/her education, according to Becker (2002), is the result o f rational decisions (by 

the individual’s parents) based on estimates of current and expected values of income 

from alternative resources in the future. Individuals invest in their own human capital 

and thus they abstain from current consumption and invest a sum of money, most 

probably paid by the government, hoping for future returns in the form of increased 

income, better job potentials, higher social status or other gains (Wachtel, 1994). 

Normally individuals follow rational decisions when thinking of investment 

alternatives. This means that individuals will remain investors as long as the return on 

their investment exceeds expected expenditure.

In many countries, the government is the biggest investor in human capital through its 

investment in education at all levels from nursery to higher and vocational education 

as well as various training programmes. A survey study carried out by Lauglo (1998) 

on training programmes organized by the governments of some developing countries 

showed that investment by the public sector in training yields great benefits to the



participants by improving their employment rates. Companies and governments invest 

in the human capital through education and training. The cost of education and 

training varies according to the type of education and training, but the cost may 

involve the materials used in the production process, the salaries of trainers and the 

wasted production time of the trainee (if working at some institution) (Becker, 2002). 

According to Brown (1998), returns on companies' investment in human capital are 

realized in two forms: First, investment in human capital increases the marginal 

product of the employee. Second, the material capital o f the employer becomes more 

productive because the gap between investment in the human and physical capital is 

narrowed.

One of the major challenges that the human capital theory faces is perhaps the 

segmentation of the labour market. According to Leontaridi (1988), the theory rests 

on rational educational and economic behaviour regarding the supply and demand in 

the labour market in accordance with the present and future needs of human resources 

for economic activities. The consequences of market incompleteness are significant 

enough to eliminate any profits generated through education. This implies that if the 

markets were complete, the distribution of income would also be equitable because 

wages would be linked to productivity. In addition, productivity, which is assumed to 

be related to education, may be more related to the job itself rather than to education. 

According to Silvester (1989) the features of a production system, production 

preferences and discrepancies in the total effectiveness between industries facilitate 

the understanding of income structure. Also, technology may determine productivity, 

as indicated by Camoy (1993) when he said that "those whose income and status



d ep en d  on m ain ta in ing  co n tro l o ver  the p ro du ction  p ro cess  are on ly con cern ed  with  

tech n o log ica l changes that m aintain  their co n tro l o ver p ro d u c tio n ” (Carnoy, 1993: 7).

Education and training by themselves eannot solve the labour market and human 

resources problems. Rather, they must be coherent and form an integrated part of 

comprehensive economic, social, and political programmes that promote economic 

and employment growth. The development policy must be targeted to "the creation  o f  

a m acro-econ om ic c lim a te  that is conducive to en terprise  a n d  jo b  creation, p o lic ies  

f o r  econom ic g ro w th  a n d  tech n olog ica l change that m axim ize em ploym ent creation, 

a n d  labou r m arket a n d  tra in in g  p o lic ie s  that fa c il ita te  the insertion  o r  reinsertion  into  

p ro d u ctive  w ork  " (Aidan, 1992 :16).

Therefore, it can be concluded from the above discussion that human capital theory is 

based on the understanding that education and training are investments in people in 

order to improve labour productivity and consequently organizational performance.

4.4. The Relationship between Education and Development

The nature of the relationship between education and development can be traced 

through an understanding of the historical development of schools as political, social 

and economic institutions. In ancient civilizations, the school appeared as a political 

institution or a means serve political objectives (Cohen, 1992). For instance, the most 

ancient schools that appeared in ancient Egypt were established near the pharaoh's 

palaces and were attended by the children o f kings and princes and those close to 

them (Cohen, 1992). The schools were considered as specialized institutes for 

teaching, where teachers using certain means to reach specific goals undertook the



education process. The traces of this approach can still be found in several educational 

systems, which confirm the political nature of the motive behind the emergence of 

schools and the interest in their governance and organization.

Moreover, the evolution of schools as social and economic institutions can be viewed 

from a social and economic change perspective. It is argued that changes in education 

are the results ot social changes (Durkheim, 1998) whereas economic changes are 

influenced by educational changes. Yet, according to MacClailand (1981), the 

relationship between education and the economy, and education and development in 

particular, became the focus of debate after the success of the industrial revolution in 

England. In the 18lh century, education was believed to lower production. In 1723, an 

opinion emerged to oppose the expansion of education on the ground that "attending  

sch o o l in stea d  o f  g o in g  to w ork  m eans w aste  o f  tim e a n d  that increasing the p e r io d  o f  

education  m eans in creasin g  the term  o f  the children's ea sy  life an d  increasing their  

difficu lties in the la b o u r m arket when they g ro w  up" (MacClailand, 1981: 47). Hence, 

schools were not regarded as an element of economic development. It was believed 

that the knowledge and skills needed for work in factories were those acquired by the 

labourer from the factory itself.

Following the industrial revolution, growth of industries and their increasing 

demands, including those for educational systems, the development of philosophies, 

ideas and studies regarding the relationship between education and development 

changed. In his famous book "Wealth of Nations", first published in around 1750, 

Adam Smith stressed the importance of education and viewed it as one of the 

country’s neglected factors of development (Smith, 1973). With the increase of



industrialisation and the growth in technology, education has become more and more 

important in all societies. (Michael, 1997) highlighted the importance of education by 

equating public expenditure on education as government investment. Michael argued 

that the most effective and most yielding capital is the human capital (Michael, 1997). 

According to Bowman et al. (1998) public expenditure on education is an investment 

and an essential requirement to improve production and achieve development in the 

society. Hence, economists view expenditure on education as an investment, not 

consumption (Lewis, 2000). Consequently, the focus has been on additional 

educational planning in order to achieve economic as well as social benefits. 

According to Bowman et al. (1989), investment in the field of education represents a 

revolution in economic thinking that led the World Bank to turn its attention from 

supporting certain fields such as engineering and technology to more investment in 

elementary and basic education for the socio-economic development of nations.

In addressing the relationship between education and development, Berryman (1997) 

argued that the role played by education in realizing social and economic 

development can be examined from two broad aspects: Firstly, in modifying 

behavioural patterns and attitudes to match social developmental goals. Second, in 

preparing the trained human resources required to build economic and social projects 

and equipping them with the knowledge, skills and values that can qualify them to 

live successfully through the age o f technology. The levels of income and living 

standards o f less developed countries have been negatively affected because they have 

been unable to acquire the knowledge and skills needed for scientific and 

technological developments. It is argued that the factors behind their inability to 

acquire technological and economic development are related to the failure of their



educational systems. According to Atef (2002: 23), some of the most important 

reasons for the failure of education systems in less developed countries are:

Education an d  B ehaviour A djustm ent: Economic activities take place in the context 

of social, economic and political systems. Therefore, the developmental process is 

affected by the prevailing traditions, cultures, beliefs, values and attitudes. In this 

respect, Newman (2001) argued that several behavioural and intellectual patterns with 

negative effects on the developmental movement have affected the citizens of 

developing countries, especially Arab countries, through conventional education. In 

spite of the efforts of those in charge of education in the Arab countries to renovate 

and update education systems, the effects on the behavioural patterns are still limited. 

One of the most important behavioural features that impede targeted development in 

the region is neglecting the value and importance of skilled and manual work. Office 

jobs are seen as the most prestigious, while manual work is looked at with disrespect. 

In a study of Central and North African societies, Al-Manofi (1998) also found that, 

in general, young people, even those who had technical qualifications, tended to 

prefer office work to manual or vocational jobs.

The S tructure o f  the Labour Force: In reviewing the labour force structure in 

developed countries, Douglas (1997) pointed out that the composition of the labour 

force takes the shape of a rhombus whose strength lies in its middle base. The lower 

base gets smaller as a result of the shortage of ordinary and moderately skilled labour 

force, while its top broadens due to the increase in highly qualified individuals. In the 

case of less developed countries, however, illiteracy is widespread. This situation is



viewed as an indication of the failure of authorities in less developed countries to give 

education its due attention, especially at an elementary level (El-Erian et al, 1998).

Balance between labour fo rc e  sk ill levels: Scientific advancement, technological 

revolutions and rapid development in production methods induce continuous changes 

in levels and quality of education. At the same time, such developments may help in 

monitoring and managing work and organisations (Moosa, 2002). Conventional 

educational practices, however, increase labour’s inability to meet the requirements of 

socio-economic development. Most of what is taught in Arabic schools, for example, 

is not based on the principle of grasping or understanding the meaning. The approach 

measures the level of memorization and ignores the behavioural elements such as 

values, preferences, tendencies and skills. Arabic schools do not contribute towards 

creating a clever personality that can readily use logic and sound scientific analysis 

(Afifi, 2001).

Modifying the behaviour patterns and change in attitudes to meet with development 

goals and restructuring the objectives of trained human capital can explain the 

relationship between education and development. The conventional education systems 

prevailing in developing countries like Kuwait has seriously affected the social, 

economic and political system.

4.5. Conclusion

Human resources development is investment in education and training to build up 

skills, knowledge and attitudes. Developing people through education and training is a 

part of an overall human resources strategy. The strategies and other practices of



organisations must be driven by the business and human resources needs. Without 

investment in human resources the country will be trapped in low income and low 

skilled manpower, and consequently an under-developed economy. Education and 

training make people employable, give them access to decent work, enable them to 

escape from poverty and provide skills and knowledge to raise output of the labour 

force.

Thus, education contributes positively to the growth of national wealth. Expenditure 

on education is an investment because what is paid for education today is recouped 

tomorrow. Education is an important factor in realising development. It plays a major 

role in modifying the behavioural patterns to mach social development, and to prepare 

human resources to build their projects and equip them with skills and knowledge to 

survive and compete in the developing labour markets.

Human capital theory refers to skills, talents, abilities and knowledge that develop the 

individual contribution to production of goods and services. Governments are the 

largest investors in human capital, which includes all educational levels. The 

challenges facing the human capital theory are that it does not consider the relation 

between productivity and wages, and that productivity relates to jobs rather than to 

education. Also, education itself cannot solve all the labour market problems without 

other factors such as social and economic factors and policies adopted by the 

government.

Education might fail in some societies because of the behaviour of people towards 

education and training. In some less developed countries there is less attention given



to the improvement of all stages of education and the lack of awareness of the 

importance of continuous investment in people. In most case, as in Arab countries, 

conventional and conservative education systems have hindered prospects for 

economic growth and social change.

After the above general but brief conceptual analysis of the relevant concepts to this 

study, the next chapter will focus on the main theme of the research by reviewing 

some of the relevant literature on the relationships between higher education as a 

context in which education takes place and the labour market where the outcomes of 

education and training are contested.



CHAPTER FIVE

HIGHER EDUCATION AND THE LABOUR MARKET: A 

THEORETICAL REVIEW

5.1. Introduction.

This chapter attempts to review some of the relevant literature on higher education 

and the labour market, and on the relationship between them. The two distinct types 

of higher education (academic and vocational) are discussed. The importance of each 

type of them to today’s competitive business environment, and the experiences gained 

in some countries are also explained. In this study, vocational education is being 

treated as complementary to academic education because of its contribution to the 

labour market by providing skilled workforce.

5.2 Higher Education

It is generally assumed that higher education is that education which prepares students 

to become responsible for and active contributors to the socio-economic development 

of societies and who will be able to apply, develop, discover and disseminate science, 

technology and the arts so as to improve the quality of life and enrich national 

cultures (Cantu, 2000). With technological changes and greater competition in the 

labour market, improved standards of higher education are needed to meet the skill 

requirements of the future. Many future occupations will require higher education 

preparation. To compete in the future labour markets, employees will be required to 

be technically skilled and well trained to do the jobs assigned to them, to be computer 

literate and socially competent, and to be able to perform a wider variety of tasks



(Ilalliday. 1999). It is not only important for students to simply join institutions of 

higher education to be able to find jobs, they have to remain also competitive for 

better jobs as the educational requirements of the labour market evolve significantly 

over time (Richardson el al.. 1995). Those students who select their careers carefully, 

acquire an appropriate education and market their abilities adeptly, make the 

smoothest transition from study to work, and help to facilitate economic growth. For 

individuals, higher levels of educational attainments will result in more benefits in 

terms of income and future career prospects ( Richardson ct al., 1995).

The future demand for those with higher education qualifications will be shaped by 

the changing structure of the national economy and the labour market, which in turn 

will be responding to changes in the world economy and the associated competitive 

challenges (Belfield ct al.. 1997). These forces will find their response in the choices 

made by individuals about participation in higher education and in employer demand 

for lifelong learning opportunities on behalf of their employees. In this respect, 

Blundell (1997) claims that "the d irection  is un iversa l pa rtic ip a tio n : 100 p e r  cent 

p a r tic ip a tio n  w ith  f a ir  a n d  equal opportu n ities to study; in som e fo rm  o f  ter tia ry  

education; a t som e sta g e  in the life cycle  a n d  not n ecessa rily  en d  on to secon dary  

education; in a w ide va rie ty  o f  structures, fo rm s a n d  types o f  delivery; undertaken on  

equal term s e ith er p a rt-tim e  o r  fu ll-tim e; p u b lic ly  su b s id ised  but w ith  sh a red  clien t 

contributions; c lo se ly  involving  p a r tn ers  in the com m unity; serv in g  m ultip le p u rp o ses  

-e d u c a tio n a l, social, cu ltural a n d  eco n o m ic” (Blundell, 1997: 22).

It has been also argued that in the long term, countries will increase their investment 

in higher education to sustain their economies (Fergany, 2001). There is some 

emerging economic evidence to support this argument. First, those countries, which



are the first to develop new research and technology capabilities, gain a long-term 

advantage over their competitors. Second, that “education  is p o s itiv e ly  a sso c ia ted  

with incom e g ro w th  a n d  higher educa tion  seem s to be the m ost re levan t educational 

variable in m ost d eve lo p ed  countries " (Fergany. 2001).

The structural changes occurring in the economy and rapid transition towards a 

knowledge based economy will put pressure on educational authorities to expand 

access to higher levels of education, and at the same time more and more people who 

have low educational levels will have greater difficulty in the labour market (Young. 

1997). In addition, the jobs that needed relatively little formal education in the past 

are fewer today, and this is also likely to be the case in the future. The main factor in 

the relationship between higher education and the labour market is the quality and 

quantity of higher education graduates and the employability of those entering the 

labour market. While the labour market needs higher education, students also need a 

better understanding of the future employers objectives and needs (Semijin. 2004). 

Therefore it can be concluded that higher education is strongly related to the labour 

market in all societies but it should be noted that higher education can be academic or 

vocational and it is this distinction which have raised the debate on whether academic 

or just vocational or both are important for the future labour market demands. The 

following sections explain both types in terms of aims, definitions, kinds and 

shortcomings.

5.2.1. A cadem ic Education

Academic education is normally related to theoretical learning and is very often 

administered by governments according to specific standards concerning duration,



curricula and contents. It is largely formal as experiments and out-door activities are 

very limited. Academic education introduces students to basic concepts and methods 

in established fields of knowledge, and ends with graduation and the award of a 

qualification. The main aim of academic education is to “develop  an adm ira tion  of 

litera ture a n d  the arts, a n d  understanding  o f  the natural w orld, an d  know ledge o f our 

own an d  o th er so c ie tie s  a n d  cu ltures"  (I'avcnnec. 1996: 668). Academic education, 

according to Leo (1997), is of a general nature and organised into traditional subjects 

that are covered from primary to university level education. However, the proportion 

of self-learning to supplement the compulsory lectures is normally expected to be 

significant (Sals/. 1997).

Moreover, according to Lewy (1991: 181), academic education is “m ore a sso c ia ted  

w ith  academ ic teaching, a n d  is therefore less likely to be responsive to econ om ic or  

em ploym ent p re ssu res  ”. It is argued therefore that 'academic' education can be linked 

to the labour market because of the need for academic qualification to do an 

increasing number of jobs as a result of continuous industrialisation and technological 

advancements (Grubb. 1999). As stated by Bock (1998: 87), "reasons f o r  the g ro w in g  

relevance o f  a ca dem ic  qualifica tion s can be fo u n d  in techn ologica l developm ents, 

w ork  an d  organ isa tion  structures, as w e ll as the con stan tly  increasing re levan ce  o f  

service  sector. These trends fo s te r  a shift to new  con cep ts o f  p rodu ction  o f  g o o d s  a n d  

services, resu ltin g  in a  g ro w in g  o f  com plexity  o f  in sta lla tion s an d  machines, a  g ro w th  

o f  d isp o sitio n a l tasks, a  d ecrease  o f  m anual work, an  increase o f  a n a ly tica l a n d  

log ica l w ork  requirem ents, a g ro w in g  n eed  o f  independence a t work, an in creasin g  

a b ility  to w ork  w ith  a n d  in team s a n d  an increasing  relevance o f  com m unication

abilities  ”.



In general, academic qualifications seem to offer better employment opportunities to 

graduates. I lowever, for this to be true, academic institutions must provide the type of 

education that matches the demands of the labour market. In other words, academic 

education can be also “vocational” in the skills and dispositions it offers. For 

example, Rouhelo and Ruoholinna (1999) argued that during the industrial revolution 

academic education was designed to produce a factory-ready disciplined workforce. 

Currently, however, university academic education is desired because it is perceived 

to lead to high status occupations. Academic educational institutions, on the other 

hand, face criticism for providing curricula that lack participatory forms of learning 

and opportunities for students to connect learning to "real world" events (Grubb et aL 

1999). The problem seems to be in the aims and the types for which academic 

education is established in different countries, as explained in the next sections.

5.2.1.1 A im s o f  A cadem ic Education

The main aim of academic education is the acquisition of those traits of character, 

such as thoroughness, accuracy, perseverance, intellectual humility, and intellectual 

courage that make students conscientious in the pursuit of true knowledge (Bock. 

1998). The philosopher John Dewey (1994) thought that the aim of academic 

education was the inculcation of certain traits in students, among them open- 

mindedness, single-mindedness, sincerity, breadth o f outlook, thoroughness, and 

responsibility. Dewey insisted that these academic or intellectual virtues “are moral 

traits” (Dewey, 1994). That means academic education is in itself a kind of moral 

education and the essential objective of academic education is therefore to educate the 

individual to be a rational and humane person. The person who will use rational



procedures in daily life, who will be motivated to continue self study in a world of 

accelerating change, who knows and understands how to use accepted scientific and 

intellectual processes, and who will appreciate and enjoy the best cultural values and 

activities of societies (Kohlberg, 1998). Hence, the main characteristics of an 

academic education programme can be attained through study in a wide variety of 

methods and academic disciplines, and do in some aspects include what is commonly 

described as liberal education (Cohn, 1995). For these reasons, academic education is 

seen to be general and is not aimed just at meeting the needs of the labour market. 

However it can be argued that the aim of education depends on the type of education 

one has to fellow because some types of academic education are specifically related to 

a specific labour market, as explained below.

5.2.1.2. Types o f  A cadem ic  Education

Some educational programmes, such as medicine, prepare students for a specific 

profession or a limited set of jobs and occupations, while others, such as management, 

prepare them for a broad range of occupations (Wolf, 2000). Other programmes, such 

as psychology or sociology, take positions in between, resulting in differences in the 

priority for different types of competence. Moreover, priorities may vary when 

considering competences that are most important for entering the labour market 

versus those that are important for functioning later in the career. It seems inevitable 

that choices have to be made about what priorities prevail and why. Heijke and Meng, 

(2003) argued that such choices are more easily made when supported by empirical 

data about the effects o f different educational achievements of students on their labour

market outcomes.



5.2.1.3 Shortcom ings o f  A cadem ic Education

Obtaining academic education, especially higher and further education, is not always 

believed worthwhile. Quite often, there are people who feel that the costs of such an 

effort will outweigh the benefits, either because they already have the ability to 

generate high income or they can engage in stimulating work without having to obtain 

an additional degree, or the cost o f registration is higher than the expected benefits of 

the education or the attractiveness of future employment. It has been argued that the 

sacrifice in terms of free time is greater than the benefits a student could hope to 

receive upon graduation (Belfield et al, 1997). It could be that a potential student finds 

that his/her probability of completing the course of study is limited. Therefore, the 

opportunity to actually secure an income or a more enjoyable work is not within their 

reach. The decision to undertake academic education is evaluated by potential 

students, some of them opt to continue their studies and some o f them do not.

5.2.2 Vocational Education

The United Nations Educational, Scientific and Cultural Organisation (UNESCO) 

described vocational education as: "All fo rm s  a n d  leve ls  o f  the educa tiona l p ro c ess  

involving, in a d d ition  to gen era l know ledge, the stu d y  o f  techn ologies a n d  re la te d  

sciences, the acqu isition  o f  p ra c tic a l skills, know-how, a ttitu des a n d  understanding  

re la tin g  to occu pa tion s in the variou s sec to rs  o f  econom ic a n d  so c ia l l if e ” (UN I SCO.

1999: 19).



Vocational education is designed to lead participants to acquire the practical skills, 

know-how, and understanding necessary for employment in a particular occupation or 

trade or class of occupations or trades. Providers of vocational education attempt to 

integrate both education and human resource development (Gonczi, 1997). Therefore, 

it can be argued that vocational education has the potential to bridge "education" and 

"training," providing a route from short-term programmes back into the mainstream ot 

education.

5.2.2.1. A im s o f  V ocational Education

According to Uvland (1999), vocational education is normally employment oriented 

towards a practical occupation and contains subjects that are driven by commerce and 

industry in the private, public and informal sectors of the economy. The main aims ot 

vocational education can be summarised as follows:

• To link education with productivity.

• To make students more employment worthy with the ultimate aim ot making 

them capable of self-employment if they need to be, and

• To provide students with essential occupational background and familiarising 

them with tools, materials, process and technological knowledge relevant to 

certain occupations (Hyland, 1999).

According to Husen (1994) education in secondary schools is sometimes vocational, 

as in Jordan and Botswana where students are trained for production. For example, 

vocational classes are taught in bakery work through partnerships between business 

firms and training institutes. This is because students need to have transferable skills 

after graduation to help them secure better jobs. In reality, however, even vocational



education is often a mixture of vocational and academic. A study by Robert (1997: 

93) found that in some countries like Bangladesh, the Ministry of Education had, tor 

example, introduced vocational education in the secondary school curriculum because 

of its large population (half of it was under 20 years of age), a lack of natural 

resources, and problems of unemployment and under-employment. In Bangladesh, 

where the curriculum contents of polytechnic and training colleges have been 

updated, social and cultural aspects have been reinforced in pre-vocational training, 

and a greater emphasis is placed on written and oral communication skills, including 

English language (Robert. 1097). Also, in Germany, apprenticeship training is a dual 

type of vocational education, which includes theoretical (academic) learning at school 

and practical (vocational) learning at the enterprise (Husen, 1994).

Vocational education can be provided as a component o f general education or part of 

future training and continuing education. According to Misri (1994), researchers and 

education decision-makers should take into consideration two main factors when 

exploring the aims of vocational education, especially when such education is a 

means of preparing individuals for occupational fields. First, the aims should comply 

with the overall goals and objectives of education. Second, emphasis should be put 

on helping individuals to realise their potentials and prepare them for socially useful 

work in their societies. Vocational education can be treated as a remedy for the poor 

link between education and the labour market. The primary role of education is 

supposed to have an effect on the labour market and to prepare students for better 

employment, but education policy- makers have no clear plans to improve the quality 

of their education systems (King and Martin, 2002: 6).



The country that has a unique experience in vocational education and in deploying 

human resources in ways that support economic policy is Singapore {Minnis. 2000: 

50). Singaporean education planners use the term "developmental state model" to 

describe a mode of skill formation in which the state's political and economic goals 

are used as a basis for defining the national skills needed. Training policy is then 

directed at ensuring that the needed human resources are in place to achieve these 

goals. On the contrary, in the Sultanate of Brunei, which is an oil-based economy, 

many people are not willing to accept vocational training due to the high per capita 

incomes, guaranteed government jobs, and the availability of already unskilled and 

semi-skilled immigrant labour (Minnis, 2000). The case of Brunei is similar to that of 

Kuwait, as this study will explain later.

5.2.2.2. The M ain Types o f  Vocational Education

There are many types of vocational educational programmes, depending on the aim of 

each programme and the role of the stakeholders. For example, the ISESCO (1997: 

20-30) divided vocational education into three major types according to the level of 

state involvement.

1. The role of the government is at best marginal in the qualification process. This 

type of vocational education is known as market-bound training or the “market 

model”. Vocational training is not related to general education and there is no 

independent vocational training, which sets the minimum vocational requirements for 

the majority of young people. This type of vocational education has a direct link to 

the labour market. A citizen takes the initiative to prepare and structure his/her 

vocational education and training. On the other side, companies and local authorities



and other training institutes are given the opportunity to organize the job-oriented 

training without any government interference.

2. The state assumes responsibility for planning the vocational education and training, 

organizing and supervising it. This type is called “bureaucratic type” or educational 

model. The characteristics of this school-based vocational training emanates from the 

fact that the graded system of vocational schools is strongly linked to general 

education. The link between academic and vocational training is associated with the 

link between the scholastic qualification and vocational rehabilitation. This results in 

a double-barrelled qualification, which leads either to joining the university or 

acquiring qualifications of a skilled worker. In France, for example, the Chamber of 

Commerce manages vocational schools, which are supported by the government, and 

is committed to addressing the governmental standards (ISESCO, 2000).

3. In this type of vocational education, the state provides a rather general and 

comprehensive framework for vocational training for private companies and other 

private training institutions. This system is known as the “dual system”. It is called 

“dual” because education is carried out at two sites, companies and general vocational 

training institutions. Both types of education are integrated to achieve a mutual goal, 

which is providing fully qualified trainees. The main responsibility for this type of 

vocational education falls on the employers. In principle, companies finance the 

training but governments, as in Germany, make a significant contribution to the cost 

of dual apprenticeship training (Wheelahan, 2000).



5.2.2.3 Shortcom ings o f  Vocational Education

The role of vocational education has generated a heated debate because of the 

emergence of globalisation and the challenges facing societies (unemployment, 

modernisation, competitiveness, and the struggle against poverty and exclusion) 

(Minnis, 2000:251). Many countries have problems with vocational education. In 

Turkey, for example, vocational education is characterised by a centralised, top-down 

bureaucracy, which inhibits innovative initiatives (Simsok. 2000: 328). Vocational 

education, within general education, is under the strict control of the central 

organisation of the government. A study by Simsek, (2000) found that the decision 

makers and officials had very limited understanding of vocational and technical 

education and they were not attentive to its problems. Information flow is in the form 

of orders, instructions, and/or new procedures and policies, which are usually uni­

directional from the centre administration of the government to schools and colleges. 

Many employers were unhappy with the quality of graduates and the subject taught 

but they were unable to communicate with the right people in the vocational 

education sector because of the bureaucratic nature of the Ministry of Education 

(Simsek, 2000).

Many less developed countries, like Jordan and Botswana, have adopted vocational 

education as one of their strategic choices for development. These countries designed 

the curriculum of secondary schools to include vocational and practical subjects but, 

as Lee (1908: 45) reported, they did not meet the intended objectives because of high 

unit costs and low efficiency, absence of clarity in aims and objectives, shortages o f 

qualified teachers of vocational subjects, and the low status of vocational subjects as 

viewed by the students and the community (Lee. 1998: 45). Moreover, vocational



education is seen in developing countries as a dead-end education with limited career

prospects, in comparison with university education In this respect, Aleshenok et al. 

(1995: 441), wrote: "In som e d eve lo p in g  countries, voca tio n a l education  is a  p u re ly

jo b -o r ien ted  a c tiv ity  a n d  its g ra d u a tes  are not a llo w ed  to  pu rsu e h igher education

One ot the main criticisms ot vocational education is that it tends to be monopolised 

by public sector institutions and is based on an expansionist approach to human 

resources planning that is poorly related to effective demands for skills training. As 

Iknnell (1996: 469) argued, vocational education is biased towards particular sectors 

(central governments and manufacturing) and groups (youth and especially school 

leavers, urban dwellers, and males destined tor relatively highly paid employment in 

high and middle-level occupations), and types ot training (long, expensive pre­

employment training using traditional and increasingly outdated training methods). 

The public sectors in developing countries, that dominate vocational education, are 

usually poorly planned, badly managed and under resourced, resulting in low quality 

education coupled with otten-limited skill initialisation among trainees once in 

employment (Young, 1993).

It has been also argued that vocational education institutions in developing countries 

have been unable to catch up with the fast technological advances and changes in the 

labour market. Whereas in developed countries like Germany, “for nearly 29 years, 

half of the young people have received training in the production occupations, even 

though the employment structure changed fundamentally at the same time” (Bock and 

I immcrman (1998: 82). A vocational course might last three years by which time the 

market might be saturated or the occupation disappeared.



Theoretically, vocational education appears to be ideally suited for solving skills 

shortages’ problems of the developing countries, particularly in the context of the 

need for qualified and trained manpower for the different sectors of the economy. 

However, the lack of clear vision and the way vocational training programmes are 

organized and implemented have made it difficult to fully realize the potential 

benefits of the training provided. Vocational training programmes need to be properly 

designed by involving different stakeholders, such as industry specialists and experts, 

to ensure that the needs o f the society and the economy are met.

5.3. The Labour market

Like all other markets, the labour market has buyers (employers) and sellers 

(employees). It is even described in terms of internal and external markets (Lane, 

1999):

• The internal labour market is made of the stocks and flows of the people 

within an organisation, who can be promoted, trained or re-deployed to meet 

future organisational needs.

• The external labour market represents the local, regional, national and 

international markets from which different sorts of people can be recruited.

In practice organizations tend to mix the two markets together to meet their needs for 

labour and respond to the forces of supply and demand just like any free market 

economy. The demand for labour comes from public, private and voluntary sectors. 

The supply of labour, on the other hand, is provided nationally by institutions of



higher and further education (academic and vocational) and internationally through 

labour immigration and expatriation.

5.3.1. A cadem ic E ducation and the L abour M arket

Generally speaking, the establishment of academic education is not concerned with 

the labour market. It is concerned with people. Its content is drawn from individual 

and social psychology, cultural value systems and national policy (Tabbon et al., 

1997). For academic graduates, their education plays an important role in what they 

learn before entering the labour market. Educational institutions are given the big 

responsibility to prepare students to work in the labour market. In this type o f 

education, emphasis is made on the crucial role of the so-called ‘specific’ competence 

development during education (specific knowledge and skills) that is relevant to the 

type of jobs the educational programme prepares them for (Boshuizen, 2004). 

However, the types and curricula of academic education have a broad range of 

diversification. Some of them are job specific and others have a broad range of 

purpose.

Some educational programmes prepare graduates for a specific profession, or a 

limited set of jobs and occupations. Medicine is an example. Other programmes 

provide a broad range of knowledge and skills for a variety o f occupations. Although 

academic education does not prepare graduates specifically for the labour market it 

provides students with the choice o f career from an early stage. The person who wants 

to work as an accountant will choose to study accountancy and the one who wants to 

become a lawyer will choose to study law, and so on. These choices are more easily 

made as a matter of individual preference and there are very limited studies on what



make people study certain disciplines not others. There may be some apparent social 

and economic factors but more research is needed. There is also a limited research on 

whether what students learn at the university/college is what employers need. This 

study will address this gap in research and attempts to study the link between 

academic education and the labour market.

5.3.2. Vocational Education an d  the L abour M arket

It is generally assumed that vocational education is directly related to the labour 

market because most institutions o f vocational education are designed with the labour 

market in mind. Students are normally trained to learn the skills that are needed in the 

labour market. This is a common practice in developed and in some less developed 

countries. In Kenya, for example, there is a close co-operation between vocational 

educational institutions and economic enterprises ( UNEVOC. 2001). The government 

co-operates with industrial firms, which use training committees to determine training 

needs. The vocational education institutions use market available data to design and 

develop curricula for training programmes for artisans, craftsmen and technicians, and 

general skill improvement courses for indentured learners and supervisors. Through 

the curriculum development panels at the Kenya Institute of Education (KIE), 

industry personnel are often called upon to contribute to the development and review 

of curricula for Training and Vocational Education (TVE) to ensure quality and 

relevance of the courses (UN E VOC, 2001).

Nigeria has also established a good link between vocational education and industry. 

According to the UNEVOC (2001), the Nigerians believed that the co-operation 

between vocational institutes and industrial enterprises would:



• "lead to assistance o f  edu ca tion a l institu tions to turn out h igher qu a lity  

gra d u a tes  to the benefit o f  the labou r market.

• b e lter  equip voca tiona l education  gra d u a tes  w ith  re levan t skills.

• help influence curriculum  design  a n d  im provem ent; an d

• ren der su pport services, such as m aintenance a n d  p ro v is io n ."  (UNFVOC. 

2001: 6)

The above eo-operation was made a reality by attaching vocational education students 

to enterprises for practical experience and by providing equipment and machinery to 

enterprises for training purposes. The interaction between teachers and students offers 

the process of monitoring and evaluation for the benefit of students. Further, the 

process can be viewed by both parties of the relevance of curricula drawn up for 

vocational students in the light of challenges facing the labour market (UNIVOC, 

2001).

The above discussion made clear the relationship between vocational education and 

labour market. The effective, pre-decided perfect vocational education of students 

leads to industrial development. There is however the need to understand the extent to 

which the relationship can be strengthened in developing countries and to find out the 

reasons for poor level of vocational education in some developing countries like 

Kuwait.

5.4. Conclusion

Higher education revolves round two basic types of education: academic and 

vocational, each of which has its own advantages and suitability to the economic and



social environment of societies. Academic education focuses on the dissemination of 

learning and transmission of knowledge. In this type of education, decision-makers 

are not interested in the actual needs of the labour market. However, there are 

successful experiences, which made it essential to link the aetual needs of the labour 

market and the output o f the academic education. In vocational education, it is found 

that it is designed to address certain requirements of the labour market. Such 

requirements are usually tit for secondary school leavers and pre-university students. 

The government of many countries believe that vocational education is an important 

medium leading to development in the area of industry and technology.

The important question that must receive due attention in this respect is: How 

decision-makers decide on the type of education most suitable for their labour market 

and so on, the method by which they define their needs and the nature of the labour 

market for the coming years? These are expected to prepare the labour market to be 

the niche for socio-economic development A clear vision of the business environment 

helps provide graduates with the sort of generic skills required in the labour market.

After reviewing relevant literature on higher education and the labour market, the next 

chapter will be devoted to the explanation of the methodology used in this study.



CHAPERSIX

RESEARCH METHODOLOGY

6.1. Introduction

The purpose o f this chapter is to explain and justify the research methodology that 

have been used in this study and to explore the research questions that were raised 

earlier in chapter one. It starts with a discussion of the nature of the research 

methodology used in order to set the scene and to locate this study in its perspective. 

Therefore the research methods, the population, the research design, the research tools 

and the procedures used in collecting and analyzing data for this study are all 

explained.

6.2 The Nature of the Research Methodology

This research uses qualitative methodology to examine the gap between the output of 

higher education and the requirements of the labour market in Kuwait. According to 

Vulliamy (1990:11) qualitative research methodology displays a set of key 

characteristics as follows:

• Emphasizes on meaning and tries to get familiarized with the mores and 

cultures of people being studied. Researchers in qualitative research often 

prefer participant observations rather than experiments under artificial



conditions, informal and less standardized interviews rather than

standardized and structured questionnaires.

• Qualitative research seeks to generate theories and findings through the data 

and feedback they acquire instead of confirming or not confirming pre-set 

hypotheses. There are two implications for this; first, it implies a greater 

degree o f responsiveness and flexibility concerning the researcher's design 

and data collection over the duration of a research project. Second, it implies 

that the process of analysis occurs simultaneously with the process of data 

collection.

• Qualitative research shows the nature of relations, causes and consequences 

among things that affect human beings and their behaviour. It does not take facts 

without linking them to the real world and wider totality around them. It is 

therefore often better at answering ‘why’ questions than quantitative research. 

Qualitative research is stronger on validity, on getting at what really happens in 

a situation, though it is weaker than quantitative research on reliability and 

generalisation (Vulliamy, 1990 :11).

In the light of the above key characteristics of qualitative research, this thesis seeks to 

find the tendencies and thoughts that would help in discovering solutions or remedies 

for the present situation with respect to the relation between higher education and the 

labour market in Kuwait. In this case, qualitative research is very helpful. The 

researcher wishes to explore perceptions and opinions about what certain groups in a 

society believe and regard as valid. It is for these reasons that qualitative research is 

believed to be more appropriate in this case.
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Cohen et al. (1994) noted that researchers in the social sciences have adopted two 

types of approach: positivist or objectivist and anti-positive or subjectivist. They 

noted that investigators adopting an objective (or positivist) approach to the social 

world treat it like the world of natural phenomena as being hard, real and external to 

the individual and therefore measurable. These researchers tend to choose from the 

range of traditional options such as surveys and experiments. Those that favour the 

more subjectivist (or anti-positivist) approach view the social world as being of much 

softer, personal, subjective and man-created kind and will tend to select from a 

comparable range of recent and emerging techniques, participant observations and 

personal constructs.

Positivism is a system of philosophy that excludes everything from its consideration 

except natural phenomena and their interrelationships. The aim is to describe the 

social world by quantifying it. One of the major principles of logical positivism is the 

verifiability principle, which states that something is meaningful if and only if it can 

be observed objectively by the human senses (Borg, 1989:17). In the positivist 

approach, the researcher's values, interpretation, feelings and musings have no place; 

the researcher must be as ‘objective’ as possible (Sarantakos, 1997). However, the 

positivist approach has been criticised as follows:

• Such studies do not take into consideration the social values of the 

community because they are value-free and depend on the academic validity 

only.

• Positivistic sciences concentrate mainly on observable phenomenon. "It 

focuses exclusively on behaviour and excludes all internal phenomena being

100



outside the province of scientific inquiry" (Borg, 1989: 20). This therefore 

excludes intentions, feelings, perceptions, attitudes and cognition of people.

• Generalising conclusions to all environments and all times. There is a 

tendency to look for "laws" of human behaviour in the same way that there 

are laws in the natural sciences, and it is too difficult to achieve such a goal 

in social science.

This positivist approach could be relevant when conducting studies on scientific 

subjects and natural phenomena equipment but it is difficult to apply to social and 

educational studies that are related to behaviour, reaction and change due to place and 

time. Therefore, in the light of the above criticisms, an interest has emerged in the 

qualitative research techniques, which sees human actions and institutions as "social 

constructions created by people rather than as a product o f external forces which 

mould individuals in ways which can be predicted following canons of positivist 

social science enquiry" (Punch, 1999: 8).

This study seeks to locate the attitudes of the concerned bodies towards gaps and 

disequilibria between the output of higher education and the requirements of the 

labour market. Furthermore, the study seeks to explore the impact of the prevalent 

social and economic conditions on the educational system in general and higher 

education in particular. Therefore the nature of this research can be described as 

exploratory. Exploratory research is “usually undertaken when there is not enough 

information available about the research subject” (Sarantakos, 1997: 7). According to 

Punch (1999), exploration is a process that is useful for developing an accurate picture 

of the research object. In certain cases, exploratory research is undertaken in order to
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provide a basis for further study, while in other cases it is undertaken to gain 

information on the issue itself. Several research methods are associated with the 

explanatory qualitative approach, including the case study, which forms the basis of 

this research. The use of different methods in research is referred to as triangulation. 

Triangulation provides objectivity through multiple ways and methods of data 

collection as explained below.

6.3. Triangulation in Qualitative Research

According to Denzin (1997: 318) triangulation is “the application and combination of 

several research methodologies in the study of the same phenomenon”. As the world 

is socially constructed and is constantly changing, no single research method will ever 

capture all the changing features of the social world under study (Denzin, 1997: 318). 

Triangulation is also defined by Cohen (1988: 294) as “the use o f  tw o  o r  m ore  

m ethods o f  d a ta  co llection  in the stu d y  o f  som e a sp ec ts  o f  human behaviour. It is a  

technique o f  research  that in p rin c ip le  is su b scrib ed  b y  many, but in p ra c tic e  is u sed  

b y  only a  m inority. U tilising m ore than one m eth od  in research  con tribu tes g re a tly  to 

balance in in terpre tin g  scien tific  a n d  so c ia l ph en om en a em b ed d ed  in the com m unity  

bein g  studied. One m eth od  can be u sed  to check on the va lid ity  o f  another"  (Cohen, 

1988: 294).

In this research triangulation is provided through the use of samples from different 

occupational groups relevant to issues o f education and the labour market, such as 

employees, students in higher education, employers in the public and private sector,
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educational personnel and policy makers. Also documentation is used as another 

technique of data collection to give a clear picture o f the present situation in the 

Kuwaiti labour market and education system. The process of triangulation in social 

research is not limited to using one technique, for example a questionnaire or an 

interview or a case study, but rather there could be a triangulation by combining 

multiple observers, theories, methods, and data sources (Keeves, 1997).

A combination of interviews, documentation and observation techniques were used in 

this research. This combination had the advantage of the methods complementing 

each other and establishing the authenticity of the research findings by triangulation. 

It also allows for the examination of a wide range of historical, attitudinal and 

behavioural issues through the use o f different methods. Thus, the findings are likely 

to be more “convincing and accurate” (Yin, 1994).

6.4. Interviews

Interviews are the main research method used for the collection of primary data in this 

study because they provide the best means of finding the perceptions of key 

respondents, or stakeholders, that are relevant to the issues being investigated. An 

interview is characterised by Miller and Crabtree (1999: 135) as including "the 

presence of the unscripted input, the steerage, and the personality, background and 

motivations of the interviewer”. The interview in educational research is a two-way 

interaction that emphasises the fact that a relationship has to be established even for 

the simplest interchange to take place. Interviews are divided into three types: the 

informal, the structured and the semi-structured. In the informal or unstructured
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interview, the interviewer, according to Miles and Huberman (1994), does not follow 

questions as in a detailed interview but works to a general plan, asking appropriate 

questions with a view to leading respondents towards giving information required by 

the study. In structured interviews, the interviewer asks each respondent exactly the 

same questions, which have been carefully constructed. In semi-structured interviews, 

the interviewer has a list of question, including open-ended questions, in order to 

elicit certain dates or to investigate certain opinions or feelings but is free to deviate 

from these questions when matters o f interest arise (Keeves, 1997).

In this study, semi-structured interviews have been used because "they allow for 

combination o f consistency and flexibility enabling the collection of data that could 

not be successfully obtained by any other approach" (Borg, 1989: 597). The main 

objective of semi-structured interviews in this study was to understand the thinking of 

the interviewees, their perceptions, attitudes and values. They were also expected to 

reveal factors that had not previously been researched in relation to the labour market 

in Kuwait. The respondents gave direct and valid answers because they had not been 

hold responsible for the current problems. Semi-structured interviews have enabled 

the researcher to expand the answers given to explore important issues in more 

details. It was also possible to repeat the question for greater clarity (Borg, 1989). 

The single most important skill in mastering the art o f interviewing is the ability to 

ask questions, which "depend on the researcher's ability to make interviewee talk 

more" (Walford, 2001: 40).

In order to facilitate and ensure understanding, the interview questions were written in 

English and then they were interpreted to Arabic in order to be understood by the
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interviewees. Atter finishing the interviews the responses were transcribed and then 

translated into English. The translation was carried out by a certified translator and 

then checked by the researcher for accuracy of the meaning and relevance of some 

words to the relevant literature.

6.4.1. The Interviewing Process

It is important to set the interviewee’s mind at ease and to assure him/her that all 

information provided would remain confidential. The words of the researcher or the 

official communications o f the agency to which the researcher belongs can provide 

such assurance to an interviewee. For this study, the interviews took place in the 

summer of 2004 during which most people were free and had more time to spare. The 

researcher had used his extensive relations in the labour market and education sector 

in Kuwait to contact interviewees. The respondents from employers, labour market 

officials and higher education decision-makers were contacted by telephone to request 

their participation in the study and to make appointments for the interviews. 

Regarding the participation o f students, the researcher contacted their professors and 

agreed to interview the students after the end of their lectures. When contacted for 

interviews, the respondents were given explanation o f the purpose and objective of 

the research, the type of questions to be asked, the importance of the study, and the 

importance o f their contribution to the research. Three officials could only be 

interviewed by phone while others were notified of the interview via their secretariat.
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At the start ot each interview an introduction was given about the nature of the study, 

the university where the researcher had been studying, and the aim of the research and 

the importance of the interview for the successful completion of this study. It was 

explained clearly that the research concerned the link between education and the 

labour market. It is known that getting a job in Kuwait has generally become a source 

of worry and concern to many Kuwaitis. This approach of giving the background of 

the research on a topic that is of direct importance to the general population 

stimulated interviewees to give more information, taking into account that there was 

no request for statistical data, which are already available. More details about the 

contact of the interviews will be given later in this chapter.

6.4.2. Population and Sample of the Study

Sampling is an important issue to be considered when doing social research, since it is 

usually impractical to study everything or everyone in the whole population. The size 

of the sample depends largely on the purpose of the research and on what can be 

achieved within the available time and resources. Case study research is no exception. 

Although the selection o f a case might be straightforward, sampling is required within 

the case because it is impossible to study everything about everyone in it (Punch, 

1999). According to Strauss and Corbin (1998), there are no rules for sample size in 

qualitative research. Punch (1999) stresses that probability sampling is rarely used in 

qualitative research. Instead, purpose sampling is often used, which selects subjects in 

a deliberate way, with some purpose or focus in mind (Miles and Huberman, 1994).
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Whatever sampling strategy is applied, Punch (1999) asserts a clear principle that 

concerns the overall validity of the research design and stresses the fitting in of the 

sample with other components of the study by saying that: ‘There must be an internal 

consistency and a coherent logic, across the study's components, including its 

sampling. The sampling plan and sampling parameters (settings, actors, events, 

processes) should align with the purposes and the research questions of the study” 

(Punch, 1999:194).

For the purpose of this study the main stakeholders in the relationship between the 

output of higher education and the requirements of the labour market are employers 

(both public and private sector), officials of higher education institutions, students, 

employees, and policy-makers. Representatives of each stakeholder were interviewed. 

Table 6.1 below, shows the population, the samples and the numbers of interviewees 

included in the study. The researcher selected deliberately the key informants with 

access to important sources of knowledge and reliable information. Through his 

practical experience in the labour market, the researcher had several meetings with 

groups and individuals to recognise the most appropriate respondents. Some 

respondents were not interested or they were under the pressure of prejudicism or they 

were hard to interview at that time. The researcher used his contacts to make sure that 

the respondents who agreed to participate in the study were the right people or the 

right informers. When it was possible to get information from more than one person 

in one place, the opportunity was taken but sometimes it was noticed that the 

information provided by one is the same as that provided by the other and it would 

have been a waste o f time and effort to interview more people than necessary at any 

one place. Table 6.1 below shows the population and the sample of interviews.
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Table 6.1. Population and Sample of Interviewees

Sectors Population Sample

Employers

• 17 Ministries & 21 Governmental 

Agencies

• 94 Listed Companies in Stock 

Market

2 Under-secretaries 

2 CEO

Higher

Education

Personnel

Deans o f Kuwait University 

Deans o f PAAET

3 Deans 

2 Deans

Students of 

Higher 

Education

Final year undergraduate students in 

Kuwait University

Final year undergraduate Students in 

PAAET

20 Students 

20 Students

Employees

First Year Employees (holding Bachelor 

and Diploma degrees) in Government and 

Private Sectors

15 Employees from Private & 15 

Employees from Government

Policymakers

• Minister of education

• Head o f CSC

• Head of the Education Committee in 

Parliament

• M inister of Education

• Head of CSC

• Head of the Education Committee 

in Parliament
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6.4.2.I. Governmental Agencies

There are 17 ministries and 21 governmental agencies in Kuwait. The persons 

interviewed were two ministry under-secretaries and an agency director. The 

main reasons for choosing this level are as follow:

1. A ministry under-secretary falls between the minister and the assistant 

under-secretary. The minister is not expected to know all the details related 

to plans and daily activities of the ministry. Me/She is a person of a 

strategy and vision, and his/her job is mainly political. Whereas the 

authority and access to information of assistant under-secretaries is 

restricted to their respective domains. Having assistant under-secretaries in 

the population might have led to a situation where an assistant under­

secretary for technical matters may have been part of the sample when an 

assistant under-secretary for employment and manpower planning was 

more relevant. Therefore, an under-secretary or a person of equal rank 

was considered to be more appropriate for obtaining the necessary 

information.

2. A ministry under-secretary may request any information that could be 

helpful to him/her in responding to the interview questions.

3. A ministry under-secretary is the person in charge of approving the annual 

plans covering the programmes related to the workforce of the ministry.

4. In ministries, an under-secretary (or the head of an authority bearing the 

same rank) heads a committee of personnel affairs, which is in charge of 

studying and approving the annual reports measuring the performance of
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those working in the ministry or the authority in question (see Appendix 1 

for interview questions to government officials).

6.4.2.2. Private Companies

During the time of this study there were 94 companies listed on the Kuwaiti stock 

exchange. For the purpose of this research only the companies that had been listed for 

more than 15-years and the companies that had more than 100 employees were 

selected. The reason for choosing companies that had been for at least 15 years is that 

the financial and job stability they provide, allows them to offer high calibre jobs in 

the market. As regards the companies that had more than 100 employees, it was 

observed that such companies had a stable personnel management system with well- 

established policies on recruitment and selection, training and development, reward 

and punishment, and performance management. They had also established financial, 

production and marketing strategies. Emphasis was placed on the employers’ attitudes 

towards the standards of graduates and how to improve them, on their co-ordination 

with higher education authorities, on the skills needed by graduates, and on their 

efforts to develop their staff (see Appendix 1 for interview questions to employers).

6.4.2.3. Higher Education Personnel

There are nine colleges in Kuwait University (KU) and four colleges in the Public 

Authority for Applied Education and Training (PAAET). Five education officials 

(Deans) were interviewed; three from KU and two from the PAAET. The deans were 

selected for the interviews because the role of a dean, in addition to being a policy
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planner, a plan executor and in charge of accomplishing the objectives of the college, 

is also teaching and coming in direct contact with the students. As a result, the dean is 

acquainted with the problems and performances of the students as well as those of the 

college as a public sector institution and a provider of education that is needed for the 

labour market. The interviews with the deans covered the nature of teaching, the 

standards of graduates, the effectiveness of the education system and their views 

about the nature of the relation between education and the labour market (see 

Appendix 1 for interview questions to the deans).

6.4.2.4. Students in their Final year of Higher Education

A list of final year students was obtained from the Admission and Registration 

Departments at KU and PAAET. Forty students were interviewed in groups o f twenty 

from KU and twenty from the PAAET. The students were interviewed to determine 

whether they were ready to enter the labour market and if they had had any contact 

with any employer. They were also asked if they liked their studies and their opinion 

about the subjects they were studying (see Appendix 1 for interview questions to final 

year students).

6.4.2.5. First Year Employees

For those employed in the public sector, the Civil Services Commission (CSC), which 

is the government body responsible for the recruitment records of the public sector 

employees, was contacted to obtain the list of the names of people who got jobs in 

2002 in the governmental sector. As for those employed in the private sector, the
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Manpower and Governmental Restructuring Program (MGRP), which serves as a 

liaison between the government and the private sector regarding jobs for nationals, 

was contacted to obtain the names of individuals who had been employed by the 

private sector during the year 2002. Fifteen employees from the public and fifteen 

from the private sector were selected for interviews. The selected employees were 

interviewed in groups in order to understand why they had chosen to work in a 

particular sector. They were also asked about their opinions of their jobs and about the 

relation between their studies, their jobs and the behaviour of their superiors (see 

Appendix 1 for interview questions to employees).

6.4.2.6. The Policy-Makers

The policy and decision-makers who had been concerned with the labour market and 

education were interviewed. Those interviewed were the Minister of Education and 

Higher Education, the Chairman of the Civil Service Commission, and the 

Chairperson of the Educational Committee at the National Assembly. In these 

interviews emphasis was made on the general policies of the state regarding issues of 

the labour market, education and the type of legislation to implement in the future to 

link education with the labour market, and the obstacles which may stand in their way 

in order to achieve planned objectives. The attitudes o f these officials towards the 

problems of the labour market, education and the national labour force were evaluated 

in order to determine if those problems had been a priority on their agendas, or if they 

had been given preference over other issues and to what extent those issues concerned 

them and their colleagues, including ministers and members o f parliament (see 

Appendix 1 for interview questions to policy-makers).
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The Final year students and employees were interviewed in groups as mentioned 

earlier. Group interviews are widely used as a popular method of data collection in 

applied social research (Ferry, 1994). Group interviews have considerable potential to 

rise consciousness and empower participants (Johnson, 1996). The researcher has 

used group interviews because this technique allows for increasing of data collected 

from several people, the checks and balances on extreme views introduced, the focus 

on the most important topics without duplication or repetition of information, the 

encouragement of reluctant people who may have valuable data, and the inexpensive 

and time sparing o f group interviewing.

6.5. The Pilot Study

A pilot study is a small-scale replica and rehearsal of the main study (Yin, 1994). The 

aim of such a study is to discover possible weaknesses, inadequacies, ambiguities and 

problems in all aspects of the research so that they can be corrected before the actual 

data collection process commences. This can be achieved through the testing of the 

research methods and their suitability. In addition, a pilot study assists researchers in 

familiarizing themselves with the environment in which the research is to take place 

(Oppenheim, 1998). It was thought that a pilot study was needed for this research to 

refine the data collection plan with respect to both the content of data and the 

procedures to be followed.

The mechanism of conducting the pilot study centred on approaching one person from 

each category and then directed the questions. It is noteworthy to mention here that 

the pilot study did not include decision-makers because there was only one person
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from each category. There was only one minister of education and higher education, 

one chairman for the Civil Service Commission, and one chairman for the 

Educational Affairs Commission at the National Assembly. Nevertheless, opinions 

expressed by interviewees from other categories were utilized to formulate questions 

of the interviews with the decision makers.

The pilot study helped this research in a number of ways. First, it helped to approach 

the officials easily. Some of the officials were busy and it was almost impossible to 

interview them during the fieldwork period. Others were on leave or unwilling to be 

interviewed for unknown reasons. As a result, some of the interviews had to be re­

scheduled and officials were replaced. The pilot study was also helpful in the sense 

that it established convictions in the topic of this research through introducing new 

concepts and visions related to the labour market and the educational domains. 

Furthermore, it enabled the researcher to re-phrase the questions of the interviews in a 

better way.

6.6. Practical Issues in Carrying out the Research

When the participants were contacted to make appointments they very often asked 

about the number of questions and the duration of the interview. They claimed to 

have no time due to their busy occupations. Most of them wanted the duration of the 

interview to be no more than 45 minutes. There was no choice but to agree with such 

demands. However, once the interviews started, it was found that in many cases the 

duration exceeded the time limit to the extent that some interviews went on for more 

than two hours. Some of the interviewees gave detailed answers and dealt with issues
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that were outside the scope of the research. This was allowed for two reasons. First, 

there was the consideration of not missing the chance of getting a piece of information 

that could be helpful later on. Second, considering that reciprocity is required in 

conducting interviews, it was felt necessary to give the impression to the interviewees 

that their words and remarks were important and relevant to the issues being studied.

In an interview with a dean of one college, it was felt that the interviewee had wide 

experience in conducting interviews. In addition, he was conversant with the subject 

of the interview, he used the interview to raise a number of issues about the nature of 

the labour market, requested details about what the researcher will find out from 

doing this research, and what is new about the subject. In the light of this spate of 

questions, it was considered necessary to give accurate answers to avoid looking 

ignorant of the subject being dealt with. In the end, it was possible to direct all the 

questions and get clear-cut answers.

6.7. Documentation

Documents were used in order to gather background information. According to 

Grossley (1997: 114), "documents have certain important advantages: they are 

convenient to use, often free or available at a small cost, can be collected during a 

shorter period of time than interviews, questionnaires or data based on observation, 

and can be analysed when institutions such as ministries and schools are closed". 

Documents, Grossley (1997) maintains, can be a useful support to other research 

methods, and with due acknowledgement of the need for triangulation, a valuable 

research method in their right. In dealing with documentary data, there should be 

great caution because a misreading could cause the results to deviate, thereby ensuing
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faulty analyses and judgments. Obtaining the right documents and trying to find them 

is an important factor in field research.

In Kuwait, the Ministry of Planning is one of the major institutions responsible for 

issuing annual reports and statistics that cover various sectors of the economy. There 

are also other ministries and governmental departments that issue such reports on their 

respective activities (such as Ministry of Education, Ministry of Social Affairs and 

Labour, Ministry of Commerce and Industries, Public Authority for Civil Information, 

Kuwait University, and Public Authority for Applied Education and Training). Such 

reports were prepared under the supervision of specialists and they were often 

refereed to verify the data included therein. Furthermore, there are the reports and 

research issued by Non-Profit Organizations and UN agencies located in Kuwait such 

as International Labour Office (ILO), the Arab Planning Institute (API) and the Arab 

States Organisation. There are also conferences and seminars held seasonally which 

produce academic studies and research papers such as the Economic Society 

conference, the Labour Market conference, PAAET annual conference and other 

several conferences.

Nevertheless, there are problems concerning some of these publications, which were 

encountered while working on this research. For instance, the number of graduates as 

reported in PAAET publications was found to differ from that reported in the Annual 

Statistical Abstract issued by the Ministry of Planning by around 2%. It has to be 

acknowledged that such problems could exist in other publications. The researcher
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has used the up to date data from the Ministry of Planning, which is the official source 

of statistics and the information about all sectors of the country.

Documents, whatever their nature (statistics or words, official or unofficial, public or 

private), cannot be taken at face value. They are artificial and partial accounts, which 

need to be critically assessed for research purposes (Miles, 1997). Documentary 

analysis proceeds by extracting from each document those elements which are 

considered to be important or relevant and grouping the findings together or setting 

them alongside others that are believed to be related. There were no problem in 

obtaining data and documents from any relevant authority. As for the newspapers in 

Kuwait, it was considered that they were not suitable sources of information, because 

these are undocumented and unreliable. Due to space limitation, a newspaper often 

avoids giving full information properly. Therefore, it was found more helpful to check 

and obtain the necessary information from the relevant organizations.

Most of the documents used in this study were in Arabic. To avoid misunderstanding 

regarding the contents of the documents used, the services o f a legal translation office, 

duly certified from the Ministry of Education, were utilized. However, only the parts 

that had to be published in this study were translated because of the cost of getting the 

entire document translated. The same procedure was used when designing the 

questions for the interviews, where initially the questions were written in Arabic and 

then were translated into English. After approval, they were again translated into 

Arabic for the interview to be carried out.
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6.8. Validity and Reliability

The validity and reliability measures refer to the audit of the research. The attainment 

of these measures is one of the basic principles of research management. "A valid 

research finding is one in which there is isomorphism between reality that exists in the 

world and the description of that reality" (Keeves, 1997: 822). Validity is concerned 

with "the integrity of the conclusions that are generated from a piece of research" 

(Bryman and Carmer, 1997). Reliability is concerned with the issue of whether the 

results of a study are repeatable (Miles and Huberman, 1994). According to Keeves 

(1997: 775) "reliability is how accurately the observed sample represents the wider 

universe of responses from which it is drawn. Some of the main steps that were taken 

to ensure the validity of the interviews were;

• Reliance on the theoretical information acquired during the preliminary stages 

of the research and exploring the current situation in the labour market and 

education sector, the main research questions were defined.

• The researcher reviewed the research questions with work colleagues in 

Kuwait and the supervisory team at the University of Abertay Dundee until it 

was agreed that the approach undertaken was the most appropriate.

• Initially the questions were written in English, but were later re-written in 

Arabic in order to be clearly understood by the respondents. The questions 

were submitted to Dr. Mohammad Adnan, advisor in Arab Planning Institute, 

a specialist in labour market economics, labour and education. Dr Adnan 

reviewed the format of the interview questions and provided useful feedback.

• The questions were re-formulated in the light of the suggestions made by the 

supervisor and Dr. Mohammad Adnan jointly agreed to the changes.
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• The pilot study was conducted. Interviews were made with targeted samples 

and changes were made accordingly.

• The interviews were conducted. It should be mentioned that the responses 

were recorded in writing because most interviewees rejected the idea of using 

a tape recorder in this process.

• The results of the interviews were discussed with a group of labour market 

specialists who was attending a conference on manpower planning held in 

Kuwait in March 2004. The researcher presented the preliminary findings of 

the study in a paper. This step was taken to disseminate the results of the 

study and to get some feedback for the participants. The feedback was very 

useful for completing the data collection and discussing the findings.

• The results of the interviews were divided into four parts, each revolving 

around one hypothesis of the research. Thereafter, a set of uniformed 

questions was compiled without considering the interviewees so that such 

questions could reflect the attitudes and viewpoints of the interviewees 

towards each o f the research hypotheses.

6.9. Ethics of Research

Recently, ethical aspects have begun to take a higher priority in research. This 

concern reflects the great growth of behavioural research and its impact on our lives 

(Borg, 1989: 84). Because of the importance of stating all aspects of the research that 

could affect the interviewees’ responses and decisions, all the data and information 

(e.g., objectives and queries, the method of research and the body in charge of the 

research) were prepared and approved by the University’s Ethics Committee before 

they were communicated to the respondents. During the collection of data, there was
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no intention to mislead the participants in any way. When a person agreed to be 

interviewed, it was important to ensure that the interviewee was clearer about the 

objectives of the study and the importance o f their participation to the success of the 

study. Moreover, every attempt and effort has been made to be partial in the process 

of collecting data and to stick to my promise of confidentiality. Interviewees were 

informed that the information given by them will be utilized in academic research 

only and that their names will remain confidential.

6.10. Data analysis

In qualitative research, analysts are faced with a large set of qualitative data and have 

very little guidance for protection against self-deduction, let alone the presentation of 

unreliable or invalid conclusions to a scientific or policy-making audience. "How can 

we be sure that our earthy, undeniable, serendipitous finding is not, in fact, wrong?" 

(Miles and Huberman 1994: 591). This statement clearly signifies the complexity of 

the process of qualitative data analysis. According to Morse (1994) a "chronic" 

problem of qualitative research is that it is accomplished chiefly with words, not 

numbers. Words are "fatter" than numbers and usually have multiple meanings.

It is very important to realize that there are various ways of looking at and analysing 

social events and therefore multiple perspectives and practices in qualitative data 

analysis. Hence, as Coffey and Atkinson (1996) pointed out, there is no single 

methodological framework to analyse qualitative data. Therefore the present study is 

interested in strategies that focus on case studies. A case study, according to Bentz 

and Shapiro (1998), is a process o f working around hypothesis and trying to find the 

extent to which a hypothesis corresponds to the identified fact. The technique that is
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most suitable to this research is referred to as the Explanation-Building approach. In 

this technique, explanation is based on a series of iterations. Initially, a question or a 

hypothesis is formulated about the subject. Then, the outcomes are compared with the 

hypothesis or the question to verify any existing discrepancies. If discrepancies are 

recorded, the question or hypothesis is reviewed and revised according to the 

outcomes. This process is repeated as many times as needed.

For interviews, the data analysis normally commences when the data collection 

process has been completed. This is because the information only makes sense when 

interviews are transcribed. In general, the task of analysing interviews involves two 

closely related processes: managing the collected data and analysing them to extract 

important information from them. The main step in managing the collected data is 

transcribing. Transcribing is the process of converting verbal words into readable 

format. This technique is used in this study by transcribing every interview after the 

completion of each session. Next, the transcripts are checked, edited and prepared for 

analysis. After the transcription process the analysis of the data starts.

The present research adopted a common approach developed by Miles and Huberman 

(1994) and called "transcendental realism". This approach has three components:

D ata R eduction : Data reduction occurs continually throughout the process of reading 

the transcribed data. The main objective of this process is to reduce the amount of 

collected data without stripping the data from their context. For the purpose of this 

research, data was reduced through editing and categorizing into the following
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groups: graduates standards, socio-economic relations, communication, and future 

plans. These groups resemble the main questions of the research.

D ata D isplay: Data display helps in organizing, compressing and assembling 

information gained from the large qualitative data. Displays were used at all stages o f 

data analysis, since they enabled proper organization and summarization of the 

information and show the stages that the analysis has reached. In this research, a 

number of tables are used to help in investigating any existing relations or patterns in 

the above groups.

D raw ing an d  Verifying Conclusions: This step is one of the most significant in the 

research. Miles and Huberman (1994) proposed tactics that can be used to generate 

meanings, testing and confirming findings. The tactics that were implemented in this 

research are clustering and noting relationships between the finding, theory and the 

other experiences. Clustering means that processes, events, opinions and sites that 

have similar characteristics are sorted and grouped together. Relationships between 

variables can be identified through matrix displays or other similar manners. In this 

research, the data and information gathered from interviews and documents were 

categorised and grouped into several categories under each question. After these were 

noted, relationships between variables were identified through comparisons and 

deriving relations and variations.

The data gathered from the fieldwork, through a combination of interviews and 

documentation, were reduced to yield the most important and relevant information.
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Then the reduced data were displayed through organising and summarising. This data 

analysis process was followed by a clustering of the main subjects together. These 

subjects are graduate skills, levels and techniques o f higher education, wishes and 

plans of Kuwait higher education students, and the nature of communication between 

stakeholders, and the future plans of decision makers. The relationships were 

described and discussed in order to draw conclusions and recommendations.

6.10. Conclusion

The qualitative research methodology emphasises developing an understanding of the 

mores and cultures of people, and generating theories and findings, instead of 

confirming hypotheses. This research seeks to discover the attitudes of the 

respondents about the groups that exist between the labour market and higher 

education in Kuwait.

Samples from different occupational groups were studied and interviewed. The 

interviews were held with the main stakeholders in the relationship between higher 

education and the labour market. They were ministries, government agencies, private 

companies, higher education institutions (KU, PAAET), students in higher education, 

employees (private, government), and policy makers (Minister of Education, Head of 

CSC, Head of education committee in N.A.).

Triangulation involving interviews, documentations and theory was employed to 

study the problem. A semi-structured interview technique was adopted. This kind of 

interview allowed the researcher to elicit certain dates and events, investigate certain
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opinions and feelings, and deviate from the questions when matters of interest arise. 

The objective of the research and the purpose of the interviews were explained to the 

interviewee to facilitate better interaction and cooperation. In this research, the 

approach adapted in the pilot study was interviewing one of the groups included in the 

research. Ihe interviews were then reviewed and the meanings, messages and 

symbols were detected. After that the interview questions for each group were 

redesigned before undertaking the actual field work.

Major steps were developed to ensure the validity and reliability of this research. 

These were based on a number of steps reliant on validity theory, development of the 

interviews questions with the advisor and other experts, pilot study, re-review of the 

questions, discussion of the results of the questions with specialists in the labour 

market and academics, and grouping the data into categories relevant to this research.

"Transcendental realism" approach was adopted to analyse the data collected in this 

research. This approach is suitable because of the nature of this study and the quantity 

of information gathered which contains unneeded data. The technique involves the 

reduction of data and then displaying it in an organised way. The next chapter 

provides a description of the data collected from interviews.

124



CHAPTER SEVEN

ANALYSIS AND PRESENTATION OF THE FINDINGS

7.1 Introduction

This chapter presents the data collected through interviews with government and 

private sector employers, final year students of KU and PAAET, employees of the 

government and private sectors (graduates of KU and PAAET), officials of higher 

education (deans ot KU and PAAET), and policy-makers concerned with Kuwait’s 

labour market. This chapter is divided into two parts. The first part covers the 

graduates’ standards, skills and performance in the labour market, the relevance o f the 

levels and methods o f education to the labour market, the students' and employees’ 

wishes and plans, the nature of communication between stakeholders, opinions and 

relations of stakeholders, and the policy-makers’ future plans. The second part is 

dedicated to a general question put to all respondents about their attitude to the 

changes in education and higher education in order to prepare graduates for the labour 

market.

7.2. Graduates’ Standards, Skills and Performance in the Labour Market

In order to gather information on graduates’ standards, skills and performance in the 

labour market, three questions were asked:
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/. I he question that was asked to public and private sector employers as well as to 

government olficials (Under-Secretaries of Ministries) was: H ow  would yo u  

evaluate the standards o f  graduates jo in in g  jo b s  under y o u r  supervision? W hat 

does h igher education provide them  with?

All government officials agreed that the standards were low and deteriorating. For 

example, one respondent said: "The s ta n d a rd  is g o in g  dow n  continuously since the 

libera tion  o f  the S ta te  o f  K uw ait fro m  the Iraqi invasion

Another Under-Secretary commented that, "Some g radu a te  em ployees often have  

strange stan dards  ”. To prove his point, the Under Secretary showed an application 

submitted by a law graduate who could not even write Arabic properly, not to mention 

the poor style of expressing himself.

Moreover, another Under-Secretary maintained that, "Education w as o f  no a va il to 

m y em ployees a n d  g ra d u a tes  n eed  much know ledge a n d  learn ing  re la te d  to  m anners, 

conduct an d  sh ow in g  resp ec t on the jo b . The la tter  are not p r o v id e d  by  fo rm a l  

education

The Under-Secretaries were of the opinion that the higher education system had failed 

to provide graduates with the necessary skills, knowledge and learning required by 

their jobs. They explained that on the job courses had to be prepared for training their 

employees and they depended on this on job training to improve their employees’ 

knowledge and skills, and to promote their overall capabilities.
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lhe private sector Human Resources Managers believed that the graduates employed 

by them had little knowledge and skills to do their jobs effectively. For example, one 

manager said, "the s ta n d a rd s o f  recent graduates, m ain ly  d ip lom a holders a re  s till  

b elow  what is req u ired  because their education  h a d  not orig in a lly  ta ilo red  to the 

requ irem en ts of business, techn ology a n d  industry in K u w ait ".

Another private sector Manager also stated that; "E ducational institu tions in K u w ait 

p rep a re  g radu a tes to  w ork  with the govern m en t not w ith  the p r iva te  sec to r  which  

requ ires certa in  ch a ra c teris tics  in a  g radu ate

Another Human Resource Manager in a successful private sector company explained 

that: "80%  o f the gra d u a tes  are be low  'good'. /  think that g ra d u a tes  are over-  

dependen t on w hat they re a d  in textbooks a n d  their sk ills  do  not com ply w ith  the 

requ irem en ts o f  th e ir  w o rk ”.

Another private sector employer stressed that: "regardless o f  the sta n d a rd s o f  the 

g ra d u a tes  they m ay be em p lo yed  in the g o vern m en t sec to r  because o f  W asta  

(nepotism ) a n d  re la tio n sh ip s”. He added that: "w a sta "  affects the n ew ly  g ra d u a ted  

em ployees n eg a tive ly  because they believe  that no one can brin g  them the s lig h test 

harm  a s long as "w asta '’ is there to p ro te c t them. This, no doubt, causes an em ployee  

to abuse h is/her position " . He also said: "We do  not g ive  any p r io r ity  to a  specific  

nation a lity  but w e requ ire  g o o d  qualifica tion s a n d  g o o d  know ledge o f  the jo b  fro m  the 

applican ts, a n d  that is the m ajor difference be tw een  the p r iva te  sec to r  a n d  the p u b lic  

sec to r  in K u w ait
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2. I'he other question in this respect was asked to educational officials (deans) as 

follows: Do yo u  th ink th a t y o u r  graduates are ready to en ter the labour m arket?  

Why or why not?

In response, the Kuwait University deans argued that their university did not produce 

graduates for specific jobs, rather graduates that have the necessary knowledge and 

broadmindedness that enable them to make their way into the labour market. For 

example, one dean said:

“/  believe that w e are req u ested  to teaeh  the th eory  that g ive  our stu den ts the  

necessary  background to un derstan d  the w o r ld  o f  work. O ur stu den ts w ill not be 

ready  to take up a jo b  im m edia tely  a fter their graduation . G radu ates n eed  som e  

tra in ing  an d  fa m ilia r isa tio n  w ith  their new  jo b s . G radu a tes a re  not q u a lified  to take 

up a specific  em ploym ent, ra th er they n eed  to g e t a cq u a in ted  w ith  the nature o f  the 

new jo b  a n d  the w ay it is c a rr ie d  out

A PAAET dean, however, argued that his college was "designed to p ro d u ce  

g ra du a tes f o r  lim ited  p la ce s  a n d  the nature o f  education  p r o v id e d  by  them  contains a  

reason able  am ount o f  p ra c tic a l training, which helps g ra d u a tes  in execu ting specific  

a c tiv itie s  during  th eir education. This is helpful in tak in g  up a  jo b  after leav in g  the 

co llege ".

He also explained that there were problems related to the poor standards o f graduates 

because: "Secondary sch o o l lea vers  w ith  low  p ercen ta g e  m ark w ill f in d  it d ifficu lt to  

in teract w ith  others who have b e tter  academ ic  backgrounds



This Dean also said that despite the efforts that had been made in order to "solve this 

prob lem  through ra isin g  the adm ission  p ercen ta g e  m ark requ irem en t, but due to 

p o litica l p re ssu re s , the co llege  a d m itted  a  la rge  num bers w ith  low  p ercen ta g e  (60%  

fo r scien tific  section  a n d  65%  f o r  A rts section )

Moreover, the other Dean of a college said: "There are  som e g rou ps o f  stu den ts who  

w ere a d m itted  in sp e c ia lize d  cou rses w here they d id  not have any interest. The 

courses take five  sem esters  to com plete. Som e stu den ts m ay drop  out a n d  do not 

com plete  th e ir  s tu d ies o r  th ey gra d u a te  w ith  very  p o o r  grades. Hence, we cannot 

expect fro m  these typ es  o f  stu den ts to perform  w ell in their jo b s . There is a  g a p  

betw een  in terest in com pletion  o f  the sp e c ia lize d  course  an d  jo b  effectiveness an d  

perform ance.

3. The third question in this respect was put to the employers as follows:

In yo u r  opin ion , w hat w ou ld  im prove the work prospects and perform ance o f  an 

em ployee?

All employers (public and private) agreed that more importance should be given to 

specialized training. However, the main difference between the government and the 

private sector employers was that the government employers laid more emphasis on 

"reward a n d  pu n ish m en t, d isc ip lin e  a n d  im plem enting  the respec tive  b y - l a w s On 

the other hand, the private sector employers laid more emphasis on "establishing self- 

confidence, lo ya lty  to their p la ce  o f  work, seriou sn ess in p erform in g  a duty, an d  

p a y in g  a tten tion  to  the stu den ts during  th e ir  education  a n d  inform ing them about the 

labour m arket

129



7.3. The Relevance of the Levels and Methods of Education to the Labour

Market

The respondents were asked about the nature of skills and knowledge provided by the 

higher education institutions and the needs of the labour market for such skills and 

knowledge, the type of communication between education authorities and the labour 

market providers in preparing higher education students for their future careers. The 

questions that were asked and their answers are presented below.

/. The question that was put to the employers about the level of skills of their 

employees is: H ow  d id  th e graduates gain skills f o r  th eir jo b s  (from education or 

work experience)? Was the process adequate?

All respondents from the government and private sector employers thought that their 

employees had acquired work related skills from doing their jobs and not from 

learning in higher education institutions. For example, one Under Secretary stated 

that:

“A study, whether it is academic, technical or applied, does not provide the student 

with a merit because such a study is basically theoretical and has nothing to do with 

actual practice in the labour market

A private sector manager mentioned that:

“Education is theoretical and stagnant, and it depends on memorizing and testing, not 

on thinking and creativity
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Another manager said:

There are em ployees w ith qualifica tion s below  G C E  who take up im portan t jo b s  

which requ ire  h igher sk ills  a n d  abilities. N ew ly g ra d u a ted  engineers cannot f i l l  up 

such jo b s . It is p o ss ib le  to d ispen se  w ith  qualifica tions but it is im possib le  to dispense  

w ith experience a n d  expertise  in do in g  jo b s  ".

Moreover another government Under Secretary commented that: “a certifica te  is 

im portan t to  som e extent but it is not enough. There sh ou ld  be training; o th erw ise  a 

certifica te  w ill be fru itless  In this context, the Under-secretaries believed that the 

advantage o f a certificate in the public sector is an employee is entitled to a better job.

2. The employers were also asked: Which departm ents, do yo u  th ink are able to help  

in im proving the level o f  s tu d en ts’ education?

The government Under-secretaries said that the government agencies in charge of 

training should assist in this improvement and they should provide the students with 

the required skills and get them acquainted with the nature and importance of the • 

work. Whereas the private sector managers believed that there were several agencies. 

For example, the oil sector, the investment sector and the real estate sector had to 

assist in providing training to the students and raising their standards to acquire 

efficiency in managing these sectors. The private sector managers expressed their 

willingness to work with other government and private sector institutions to prepare 

curricula, teach and train, and help the academic staff at PAAET. For example, a 

private sector manager said:
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"It is p o ss ib le  to reserve  p la ce s  to appoin t stu den ts in the govern m ent a n d  p r iva te  

se c to r  organ iza tion s before gradu a tion  so  that stu den ts can d evelop  th e ir  a b ilities  

during  th eir education  in o rd er  to acquire the req u ired  experience before jo in in g  the 

labou r m arket

3. The question that was asked of the higher education officials in this respect is: To 

w hat exten t do yo u  f e e l  th a t it is the duty o f  the C ollege/ U niversity to prepare  

studen ts f o r  th e work p lace?  W hat are the o ther aim s o f  education , and w hat are the 

m ost im portan t o f  them ?

One university college dean responded by saying: "The labour m arket do es not 

in terfere w ith  a  co llege  in iden tifying program m es a n d  specia lisa tions. A co llege  has 

its cu ltura l o b jec tives  a n d  seeks to p ro v id e  know ledge a n d  learning, a n d  to  p rep a re  

stu den ts b y  the com m on sense so  that their a b ility  f o r  grow th  a n d  s e l f  education  is 

d e v e lo p e d " .

Another dean agreed with this one to a great extent as he explained: "The needs o f  the 

labou r m arket are not m ade c lear to the co llege  or the university. This causes a  

co lleg e  to la y  em phasis on p ro v id in g  studen ts w ith  gen era l skills a n d  su perfic ia l 

inform ation. L a ter , the w ork  p la c e  m oulds these ab ilitie s

The dean also said: "The p rim e  respon sib ility  o f  a  un iversity is to crea te  a  labour  

m arket n eeds as w e ll as m oulding o f  the market. H owever, in the p resen t
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circum stances, the u n iversity  d o es not contribute to th is basic  concept. C onceptually, 

the n eed  of the labour m arket leads to the edu ca tion a l p ro c ess  a t the un iversity

He also confirmed the other dean's views by saying that: "My C o llege  p ro v id es  a  set 

°.f inform ation an d  a  se t of sk ills  after which the labou r m arket re-qu alifies the 

gra d u a tes  in a  w ay that rea lises  their in terests ".

With respect to the major aims ot education, University deans indicated general

things. For example one dean said: "serving the society" . Another one mentioned: 

"facing the challenges ", and so on.

The deans at PAAET believed that the objectives and aims of their colleges had been 

to prepare graduates so that they can cope with the requirements of the labour market. 

For example, a PAAET dean said: “There are  com m ittees inside co lleges, in 

conjunction w ith  the em ployers in the p r iva te  sector, w hose fu n ction  is to se lec t 

specia lisa tion s, develop  curricu la  an d  crea te new  departm en ts to add ress  the needs o f  

so c ie ty  from  am ong the gra d u a tes  ”.

The deans o f PAAET argued that the major objective of their colleges was to "address 

the needs o f  the labour m arket fro m  am ong the techn ica l a n d  voca tion a l la b o u r" and 

"to have th eir g ra du a tes jo in  the labour m arket d irec tly  a n d  efficiently", in addition to 

"d evelo p in g  the w orkforce a lrea d y  existent in the la bou r m arket through voca tion a l 

tra in in g  courses".
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4. In respect to the relevance ot levels and methods o f higher education to the labour 

market, employees (graduates) in both the public and private sectors were asked the

question: W hat is the relation between what yo u  have studied  and what yo u  are 

doing now?

Most of the respondents did not see any relation between their studies and the work 

they had been doing. More than 50% of the private sector employees thought that 

such a relation existed but was not strong or direct. One employee stated that: “/  am  

p erform in g  som e of m y s tu dy  in m y jo b  now  ”. Another one mentioned: “ not as much 

as I ex p ec ted '’.

6. When the employees were asked the question; how  cou ld  yo u  have been better 

prepared?  their replies were, for example, as follows:

• “S tressin g  specia lisa tion  a n d  p ra c tic a l subjects, not th eore tica l ones ”.

• “P ro p er considera tion  sh o u ld  be g iven  to the la b o u r m a rk e t”.

•  “R em oving the th eo re tica l s tu d ies departm en t ”.

•  “C larifyin g  the im portance o f  som e sp ec ia liza tio n s in higher education  ”.

• “R ecruiting h ighly efficient a n d  sincere instructors ”.

•  “L aying em phasis on the la test scien tific  achievem ents, which con tribu te to 

p ro g ress  ”.

•  “B enefiting fro m  the la test tech n olog ica l advan ces ”.

• “P reparin g  stu den ts s ta rtin g  fro m  the seco n d a ry  stage  to choose the p ro p e r  

educa tiona l p a th w a ys that lea d  to the labour m a rk e t”.
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7. Still in respect to the relevance of levels and methods of education to the labour 

market, the Deans were asked: W hat do yo u  think education system s should  do in 

order to m eet the needs o f  the labour m arket?

There were several and varied answers which centred on the following:

• Supporting the private sector organizations to submit accurate description of skills 

and knowledge required by them.

• Big budgets. One Dean said, "Our menu p ro b lem  is insufficient budgets  ”, and the 

other said: "We do not rece ive  budgets w e requ est

• Efficient and well selected teachers. For example, one dean said: "Highly sk illed  

p ro fesso rs  n eed  high sa laries, a n d  the un iversity  is not w illin g  to do  so  ”

• Equipment for measuring the gap between the education output and labour 

market.

• Co-operation with the labour market and exchange of information between the 

education sector and the labour market.

8. Moreover, the answers to the question: W hat do y o u  think are the characteristics

o f  em ployees in the pu blic  an d  priva te  sectors?  are as described below according to

each respondent:

Employers

Public sector, the government officials stressed on "p erso n a l sk ills” without going

into details. One Under Secretary said that "Skills a re  requ ired  in both  p r iva te  an d
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p u b lic  se c to r s”, without explaining the type ot skills required. In general, it was 

thought that they were not allowed to assess the abilities of candidates because 

"candidates are a p p ro v e d  by the C iv il S ervice  C om m ission  a n d  the certifica te  is the 

m ost im portant fa c to r  reg a rd less  o f  the p e rso n a l sk ills  a n d  ab ilities" .

Private sector: One CEO emphasized: "C reativity in w ork , which is n eed ed  m ore in 

p riva te  sec to r  co m p a red  to the public. The p r iva te  sec to r  w an ts the em ployee to 

recoup the m oney p a id  f o r  him /her ". Another CEO called attention to "Effective 

dea lin g  w ith  tech n o logy". He added: "seriousness a n d  lo ya lty  to the w ork  p lace" .

Higher Education Officials

Public sector: The Deans mentioned "discipline”, "observance o f  reg u la tio n s” a n d  

“som e usual sk ills  in p erfo rm in g  their du ties w ithout an y supervision  ”, "public 

relations"  and "com puter skills"  in working in the public (governmental) sector.

Private sector: The Deans mentioned "the use o f  English language", "computer 

sk il ls ”, " specia lisa tion '’, “se lf-d epen den ce", "interest in d eve lo p in g  o n e s e lf ,  

"productivity", " sacrifice”, "long w orking  h o u rs”, "analysis a n d  d ed u c tio n ” as the 

needed skills in working in the private sector.

Last Year Students of PAAET

G overnm ent: "Lack o f  understanding"  and "hypocrisy”

P rivate : "E n glish ”, "good conduct", "interpersonal relations", "skills".
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Last Year Students of Kuwait University:

Public sector: "was (a a n d  g e ttin g  a cq u a in ted  w ith  the b o s s ”, "limiting the jo b  to 

sign ing-in  the m orn ing  an d  sign ing-ou t by  the en d  o f  the w orking  d a y ", and 

"hypocrisy”.

Private sector: "Enthusiasm", "perseverance, p rep a red n ess  fo r  developm en t a n d  

accep tin g  new  c o n c e p ts”, "challenge", "risk", "competition", "acquiring experience  

a n d  w orking  as fu ll  timers".

Government Employees:

Public sector: "w asta”, "simple skills", "daily routine work", "ingratiating w ith  a  

boss (h yp o crisy)" and "obedience".

Private sector: "P ractical experience", "language", "computer", "tactfulness", "self- 

control", "sm ile”, "handsomeness", "com m unicability”, "technical k n o w led g e” wad 

"personality".

Non-government (Private sector) Employees:

Public s e c to r :"P unctuality  ”, "lack o f  sk ills”, "academ ic certifica te  w ithout a  skill", 

"wasta", and "interpersonal re la tio n s”.

Private sector: "Sincerity", "effort", "knowledge"," p e rso n a l sk il ls”, ''pu n ctu a lity", 

'‘techn ica l s k il ls ”, "m aintaining c o m p a n y ’s assets" , and "pleasant personality" .

In response to the above question, The M in ister o f  E ducation  laid emphasis on the 

"specialization  in which an em ployees is in vo lved ” and gave due importance to 

"computer a n d  m odern  techn ology an d  to g e ttin g  a cq u a in ted  w ith  new  developm ents" . 

He also indicated the "relation betw een  an em ployee a n d  h is/her em ployer"  without
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giving consideration to social factors. He also favoured "estab lish in g  so c ia l re la tion s  

on the p a r t o f those who jo in  the p r iva te  o r  the govern m en t s e c to r ”.

The C hairm an o f  C SC  emphasized the specific aptitude for each job and made no 

differentiation between the needs of public (governmental) and private sectors. 

Similar to the Minister of Education, the Chairman of CSC talked about the 

importance of "m astery o f  E n glish”, "com puter literacy", "effective com m unication", 

"rep o rtin g ”, " interpersonal re la tio n s", "psychological ap titude"  and "self­

deve lo p m en t”.

As far as The Chairm an o f  the E ducational A ffa irs C om m ittee a t the N ation al 

A ssem ble , was concerned, he stated that: "The n eeds o f  p r iv a te  sec to r  are  different 

fro m  those o f  the govern m en t sector, as the fo rm e r  requ ires m ore p ro fess io n a l  

adm in istra tive  sk il ls”. There was nothing new in what he said.

7.4. The Wishes and Plans of Final Year Students

In respect to final year students’ wishes and plans they were asked specific questions 

as follows:

1. W here do yo u  w ant to work after graduation  an d  why?  The replies varied and 

were as follows:

One of the PAAET students said: “/  w o u ld  like to  w ork  in the p r iva te  sec to r  o r  the o il 

sec to r  (com panies o w n ed  b y  the govern m en t but have the advan tages o ver  the p r iva te  

sec to r  in term s o f  sa laries, w orking  hours a n d  experience a n d  expertise  to be 

acqu ired). I  be lieve  that fin an cia l benefits in these agen cies are high".
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Another PAAEI student said: "B ecause I am a d ip lom a  holder, an d  l  want to pursue  

m y university  studies, I believe  that the p r iva te  sec to r  is an obstacle  to m y p la n s  to 

continue m y further u n iversity  study. They w ill not a llo w  me to have vacations or 

leaves to stu dy  a n d  they w ill not g ive  g ran ts o r  spo n so r m e f o r  further stu dy

Students who wished to join the government seetor justified their preference with the 

goal to "pursue stu d ies . A University student claimed that: "I p re fer  a  govern m ent 

j o b  because it is m ore secure, has h igher so c ia l p re s tig e  a n d  it is not p o ss ib le  to  f in d  a  

j o b  ea sily  in the p r iv a te  sec to r

2. Where does y o u r  fa m ily  w ant y o u  to  go?  W hat do y o u  th ink? A n d  Why?

The students’ replies to this question were very interesting because almost all o f them 

said that their parents usually intervened and exercised pressures on them to get high 

percentages in the GCE, then admission to the university or win a scholarship to study 

abroad. For example, a student at PAAET said: "the p a ren ts  becom e m ore in terested  

in g e ttin g  their son s to com plete  th e ir  s tu d ies a n d  g e t a  j o b  Another student said: 

"Parents are often in terested  in havin g  their son s a n d  daughters g e t a  govern m ent 

jo b  A diploma student said: "I resp o n d  to the a d v ice  o f  m y p a ren ts  a n d  exert 

sincere effort to im plem ent th e ir  w ish es because I  b e lieve  that p a ren ts  know b e tter  the 

in terests o f  their ch ildren  due to th e ir  experience

Kuwait University students gave almost a similar answer that parents often intervened 

in matters relating to the future of their children and showed a keen interest in seeing
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their children get a government job. However, some students did not give much 

importance to the choices and wishes of their parents. For example, one student 

replied: "We are  now  in a  p o s itio n  which enables us to know w hat is b e tter  fo r  us a n d  

we are m ore fa m ilia r  w ith the la b o u r m arket ".

3. W here do y o u  th ink is the appropriate p lace  f o r  yo u  to work? Why? H ow  are yo u  

goin g  to jo in  it?

In response to this question, all PAAET students said that they would choose a job 

under the government umbrella. One student justified his reply by saying: '7 expect 

such a j o b  to  be re la te d  to m y specia liza tion" . In this respect, another student said: "l 

w ill a p p ly  to govern m en t departm en ts w here  /  expect to g e t the jo b , in add ition  to  

resortin g  to  the use o fW a sta " . Another PAAET student said: “ a govern m en t jo b  is 

very a ttra c tive  because o f less  o b lig a tio n s an d  fa ir  sa la r ie s  ”. His colleague added: 

“this - th e  govern m en t jo b -  is the b est fo r  graduates. There is no other a ltern a tive  ”

The university students, however, were in agreement that the government sector is 

their first priority after graduation. To substantiate this, they cited an array of reasons 

such as:

"having no p la c e  excep t in the govern m en t ”,

"so c ia l p re s tig e  ”

" g o o d sa la ry"  and 

"guaranteed ca reer  fu ture  ”
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7.5. The Nature of Communication between the Stakeholders

Two separate questions in relation to communication were asked. One was put to the 

employers. W hat kind  o f  com m unication exists between yo u  an d  h igher education  

(regarding graduates)?  H ow ; and the other to education officials: W hat k in d  o f  

com m unication  do yo u  have with the labour m arket?

The government officials replied that every year they answer the requests of KU and 

PAAET regarding the government’s (public sector) needs for human resources. One 

Under Secretary said: "We rece ive  le tters  fro m  the h igher education  institu tions, then  

w e p a ss  them  to  d ifferent departm en ts to w rite  th eir needs, after that w e sen d  the 

needs to K U  a n d  PA A E T w ith  a  coverin g  letter". Another Undersecretary said: "we 

are  do in g  an annual rou tine o f  fo rm s  fu lfilm en t a n d  return ing them back  to  higher  

edu ca tion  institu tions ". Regarding the selection and recruitment in the government 

sector, an Under Secretary said: "In governm ent, the candidates f o r  jo b s  are  

recom m en ded  f o r  the M in istries a n d  govern m ent agen cies to se lec t whom  they w an t 

a n d  re jec t the others. The se lec tio n  tests  are very  sim ple  a n d  rarely  when can dida tes  

are  r e je c te d  o r  f a i l  in tests  ".

According to another Under-Secretary, "It is h a rd  to re jec t a  K uw aiti g ra d u a te  w hile  

there is a  p la ce  f o r  him /her in the govern m ent structure". It is known that the Civil 

Services Commission (CSC) is the body responsible for receiving the requests from 

job candidates and recommends them to the ministries. The CSC was established in 

1967 to be responsible for government employees selection evaluation, development
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and retirement. CSC resembles the human recourses department for all government 

ministries and institutions. Every government employee has a file with the CSC to 

follow up his/her progress in government job through his/her service.

In the case of the private sector, the contacts are made through direct communication. 

A CEO of a private company said: “/  do not w ait fo r  gradu a tes to a p p ly  f o r  this
4

com pany. We sen d  our hum an resou rces departm en t officials to h igher education  

institu tions to announce the vacan cies in our com pan y" . Another technique used by 

private sector organizations is "advertisem ents in n ew sp a p ers", said another CEO.

The university officials said that their communication with the labour market had 

been done through the academic consultation offices belonging to the colleges. This is 

achieved, according to a university dean, “through conducting courses a n d  p ra c tic a l  

stu d ies p ro v id e d  by  som e agencies, an d  o ccasion a l lectures an d  m arketing  sem inars  

con du cted  by  businessm en fo r  the m arketing o f  g ra d u a tes  o f  co lleges  ”.

A PAAET dean mentioned that the only contact they had was “ the tra in ing  sessions  

f o r  P A A E T  stu den ts in labou r m arket institu tions (priva te  an d  p u b lic ) ”.

One of the deans also said: “ There are som e officia ls o f  the labour m arket who are  

n om in ated  b y  P A A E T 's board, in add ition  to m aking announcem ents f o r  vacancies. 

Som e organizations, fo r  exam ple o il com panies, take p a r t  in p rep a rin g  the curricula  

a n d  som e specia liza tio n s  ”.
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In response to a question asked to decision markers: With whom do yo u  co-operate to  

accom plish y o u r  national labour p lans?  H ow? an d  When?, The Minister of 

Education replied by saying: "I favour institu tional arrangem ents a n d  I w ill be 

co opera tin g  w ith  the re levan t departm en ts”, without indicating any. He did not refer 

to the means by which such cooperation could be made either. Regarding the time of 

implementation, the Minister mentioned that "there w ou ld  be p r io r itie s” without 

indicating how or which priorities.

The chairman of the Civil Services Commission (CSC) said: "I w o u ld  coopera te  w ith  

govern m ent departm en ts a n d  institu tions a ccord in g  to specific  m echanism s ” without 

indicating any bodies or mechanisms, and without setting a date for such cooperation. 

Similarly, the chairman of the Educational Affairs Committee at the National 

Assembly also said: "I w o u ld  ac t through the N ational A ssem bly  a n d  its leg isla tive  

sta tu s to issue the req u ired  legislation , which concerns education  a n d  the labour  

m arket ”, without going into detail thereabout.

7.6. Stakeholders Perceptions of the Labour Market

Each of the stakeholders was asked to describe the labour market and to say what they 

expect from it. At the beginning of interviews, the final year students were asked the 

question: D escribe the labour m arket as yo u  see it and what do yo u  expect fro m  it?

The replies were as follows:

The PAAET students indicated the two sectors, private and the government sector. 

The university students failed to give any specific answer. About half of them
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mentioned the private seetor and the other half mentioned government sector. The 

responses of those students who had an idea about the two sectors were as follows:

"The governm ent sec to r  is better because the am ount o f  w ork  is less an d  jo b  

opportu n ities in this sec to r  are am ple

"In the governm ent se c to r , a graduate do  not w ork  in h is/her specia liza tion . B esides, 

govern m ent jo b s  g ive  secu rity  but developm ent is l im ited '’.

In the case of the private sector, most students said that an employee is well paid and 

there is a possibility of developing oneself. They also felt that an employee exhaust 

his/her capacities on behalf of the company. A student said: "the p r iva te  sec to r  g ives  

b e tte r  sa la ries  ”. Another one mentioned that, "the com pany a p p rec ia tes  the efforts o f  

its em ployees ”. A third student said: "the em ployee in the p r iva te  se c to r  can develo p  

his/her techn ica l a n d  behaviou ral a b ilities  m ore than in governm ent ”.

The students (Kuwait University and PAAET) were also asked: W hat are the  

advantages an d  disadvantages o f  w orking in the pu b lic  (governm ent) or in the  

p riva te  sector?

Concerning the advantages of the public (government) sector, Kuwait University 

students replies were as follows: a student concentrated on “ the g o o d  so c ia l re la tion s  

the em ployee can have through the p u b lic  sec to r  jo b  ” . Another student added to the 

previous point: “ a govern m ent jo b  a llo w s the em ployee to use h is/her p o s itio n  to 

serve  p eo p le  a n d  have g o o d  reputation  in the com m u n ity”. A third student said: "a 

govern m ent jo b  g ives  g o o d  fin a n cia l a llow an ces a n d  this is a  g o o d  m otive to jo in  the
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sec to r  . One more reply from another student stressed the job security by saying that,

"it a lm ost im possib le  to term inate the em ployee in govern m ent sec to r  ".

Regarding the opinions of Kuwait University students on the disadvantages o f 

government jobs, one student said: "I know that /  w ill take m ore than one y e a r  

w aitin g  fo r  the govern m en t jo b  ". Another student added: "there is a  b ig  d iscrepan cy  

betw een  the sp ec ia liza tion  taught in the un iversity  a n d  the nature o f  jo b s  in the 

govern m ent sec to r  ". A third student said: “there are not enough incen tives in a  

govern m ent jo b  ". Another student said: "the w ork  in the govern m ent sec to r  is known  

to be m onotonic a n d  boring" . A further reply from one student was: "there is the 

m ediation  (w asta) which is w id e ly  fo u n d  in the govern m ent institu tions ".

The advantages of the private sector in the views of Kuwait University students were 

as follows: One student said: “ w orking in the p r iv a te  sec to r  there is a  b ig  chance f o r  

new  gradu a tes to d eve lo p  their sk ills a n d  tech n ica l a b ilitie s  a n d  to becom e m ore  

sp ec ia lised  a n d  rea d y  to im prove a n d  p ro g ress  their p a rtic ip a tio n  in the com pany  ”. 

Another student motioned the income as the most imperative factor by saying: “ the 

p r iv a te  sec to r  g ives  sign ifican t sa la ries  a n d  incen tives Another reply from another 

student stressed career prospects. She said: "the p r iv a te  sec to r  p rep a res  m e to take up 

a n d  s ta r t m y ow n business in the fu tu re  ".

The disadvantages of the private sector as seen by Kuwait University students are: 

One student mentioned the working hours. She said: “ the w orking hours in the 

p r iva te  sector are m ore than that in the govern m en t" . She added: “ This is one o f  the  

fa c to r s  preven tin g  yo u n g  g radu a tes from  jo in in g  the p r iva te  sector" . Another student
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said that, “there is a  threat o f  redu n dan cy anytim e. W orking in the p r iva te  sec to r  is 

not secure  Another student said: “the p r iva te  sector is h igh ly rea c tive  to econom ic  

fluctuations a n d  i f  any p rob lem  happens to K u w aiti m arket the w orkers in this sec to r  

w ill be n ega tive ly  a ffe c te d ”.

The answers of PAAET students on the previous question are as follows:

Concerning the advantages of the public sector, a students said: "the w orking  hours 

are  lim ited  a n d  there is not m uch w o rk  o b lig a tio n s'’. Another student said: “w orking  

in the p u b lic  se c to r  a llow s the em ployee  to fo rm  g o o d  re la tion s w ith  peop le . This 

rela tion  opens the d o o r  f o r  m utual re la tion s a n d  serv ices betw een  p e o p l e Another 

student said: "govern m en t em ployees a re  not a sk ed  to w ork  lo n g  hours an d  there is 

not a  high w o rk lo a d ”.

The disadvantages of the public sector from the views of PAAET students are: One 

student said: “the (W asta) is dom inan t in this sec to r  a n d  not everyone can have  

his/her righ ts f a i r l y ”. Another student claimed that, “the govern m en t officia ls do  not 

g ive  im portance to the nature o f  certifica tes a n d  a ll g radu a tes are trea ted  the sam e  

w ithout any con sidera tion  to the g ra d e  o r  the specia liza tion  ”.

The advantages of the private sector as seen by PAAET students are as follows: One 

student said: “the p r iva te  sec to r  g ives  the w orker high m orale a n d  s e l f  confidence ”. 

Another student said: “g o o d  sa la r ie s  a n d  b en efits”. He added: “w ork in g  in the 

p r iva te  sec to r  is the f ir s t  s tep  f o r  me to b u ild  m y p r iva te  business in the com ing f e w  

y e a rs
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The disadvantages ol the private seetor as seen by PAAET students are: One student

said: “ the w orker in this sec to r  is th rea ten ed  b y  jo b lessn ess  anytim e because o f  the 

reform ation  p o lic ie s  in p r iva te  com pan ies Another student said: "the p r iva te  sec to r

exhausts e m p lo y e e s ' ca p a c ity  a n d  the return  is not w orth  it".

The policy-makers were asked: H ow  do yo u  evaluate the nature o f  the labour  

m arket?

The Minister of Education replied:

" The labour m arket is abou t to undergo g rea t changes a fter the lapse  o f  40  y e a rs  

which have been  g en era lly  h e ld  as the p e r io d  o f  abundance due to o il revenues. The 

governm ent sec to r  is the g rea tes t em ployer as 94%  o f  the K u w aiti m an pow er is 

em p lo yed  by it. The govern m ent em barked  on its appoin tm en ts in the various  

govern m ent departm en ts in the ligh t o f  the so c ia l p e rsp e c tiv e s  reg a rd less  o f  the 

developm en ta l p la n  requirem ents. This c rea ted  a  surp lu s in the n a tion a l m an pow er  

su p p ly  togeth er w ith  red u ced  jo b  opportunities. F or exam ple, the s ta te  u sed  jo b s  as a  

channel f o r  d istr ib u tin g  the wealth. Such a  p o lic y  is no lon ger accep tab le . On the  

other hand, the p r iv a te  sec to r  is keen to choose its m an pow er carefu lly  in term s o f  

specia liza tion , sk ill a n d  appro p ria te  sa lary . M oreover, the w ork in g  con dition s o f  the 

p r iva te  sec to r  are  h a rd  a n d  tough i f  co m p a red  w ith  those o f  the g overn m en ta l sector, 

a n d  this is w h y g ra d u a tes  p re fe r  to w o rk  in the govern m en t departm en ts

The Minister added, “the govern m ent p re sen ted  to the C ouncil o f  M in isters sp ec ia l 

leg isla tion  in fa v o u r  o f  g iv in g  a llow an ces to em ployees in the p r iv a te  sector. This is 

m eant to b ridge  the g a p  in the sa la ries  betw een  em ployees in the tw o  sec to rs  a n d  to
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change som e p reva len t so c ia l p ercep tio n s a n d  tra d itio n s re la ted  to the ac tu a l soc ia l 

value o f  work".

The special legislation mentioned above was that the government would give 

incentives for the Kuwaitis working in the private sector. These incentives vary from 

140 Kuwaiti Dinars to 278 Kuwaiti Dinars according to qualifications (Appendix 2).

The chairman of the Civil Service Commission (CSC) said: "It w o u ld  he difficu lt to 

a ssess  the labou r m arket because it is a sso c ia ted  w ith  w ork  a n d  reaction  to  the 

govern m ent labou r m a r k e t He added: “The ru les a n d  regu la tion s w ere  issu ed  in 

fa vo u r o f  p ro v id in g  finan cia l su pport to em ployees o f  the p r iva te  sec to r  a n d  to the 

cen tra l reg istra tion  system  f o r  jo in in g  the govern m en t sector".

Whereas the Chairman of the Educational Affairs Committee at the National 

Assembly replied:

"K uw aiti labou r m arket has not been s ta n d a rd ized  in order to b u ild  the national 

m anpow er. The govern m en t w as open ing  the d o o r  to  b rin g  expa tria te  la bou r fo rm  

a rou n d  the w o r ld  w ithout care  to K u w aiti y o u n g  p e o p le  a n d  p rep a rin g  them  fo r  the 

labou r market". He further added; "Kuwaiti g ra d u a tes  a re  not p ro p e r ly  p la c e d  as p e r  

th eir expertise  a n d  hence, they are not ex p ected  to p erform  efficiently o r  effectively. 

This sta tu s leads to th eir abundance fro m  jo b s  e sp ec ia lly  in the p r iva te  sector.

The decision-makers were also asked on how they view the nature of the labour 

market problems with the following question: Tell m e about yo u r  understanding o f
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the labour m arket problem s. Which are the m ost serious an d  why? Specifically , 

what are the problem s in relation to education ?

The Minister of Edueation said: “ The p r iva te  sec to r  depen ds m ainly on pro fit-seek in g  

capital. Therefore, it sea rch es f o r  the cheap, sk illed  a n d  sp e c ia lize d  labour, which  

g ives  m ore p ro d u c tiv ity  f o r  less  cost. It is not rea d y  to concede to the so c ia l values 

because the p r iva te  sec to r  m eans p r o f i t”. He explained that there was a preference for 

the expatriate labour because of the following reasons:

- "C heap labour

- A va ila b ility  o f  experience a n d  expertise.

- M ore w orking hours.

- W orking in handicrafts.

- U nderstanding the tech n ology o f  the m a teria l im p o rted  to the lo ca l market.

- K n ow ing E nglish b e tte r  than citizens.

- The u n ava ilab ility  o f  edu ca tion a l ou tpu t a t the in term ediate, voca tion a l a n d

com m ercia l levels, except in lim ited  num bers.

- The excessive K u w a itis  o f  th eo re tica l education  o u tp u t".

The Chairman of Civil Service Commission pointed out that the national labour force 

pushes the government sector to appoint expatriates. He said that the private sector 

has reduced appointing the Kuwaitis for the same reasons mentioned above in respect 

of the government sector. Therefore, there has been a search for less costly and more 

efficient labour, i.e. the expatriate labour force. He also argued that the problems of 

the labour market are embodied in the following:
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• "C itizens are keen to  take govern m ent jobs.

•  The large g a p  in the sa la r ie s  in the tw o sectors.

• The d iscrepan cy  be tw een  the actu a l edu ca tion a l output an d  the requ irem en ts o f  the 

labou r market.

• R elying on o il as the so le  source o f  income.

•  The low  p ercen ta g e  o f  n a tion a l w o rk fo rce  in the p r iva te  secto r

Whereas, the reply of the Chairman of the Educational Affairs Committee at the 

National Assembly was as follows:

" There are tw o  secto rs: govern m ent a n d  p riva te . The governm ent se c to r  accounts f o r  

m ore than 90%  o f  the la b o u r fo rce , which is m o stly  d isg u ised  unem ploym ent. There 

are sw arm s o f  em p lo yees a n d  the in creasin g  num bers th e re o f  lea d  to o ver  dependence  

on p a ren ts  a n d  govern m en t support, a n d  apathy. M eanwhile, the p r iv a te  sector, on 

the o ther hand, looks unable to a ssim ila te  the nation al efficiencies. They think  

K u w aitis  are s til l  unable to take resp o n sib ilities  a n d  perform  w ork  e ffec tive ly”.

7.7. Future Plans

Concerning the future plans o f decision-makers, the following question was asked: 

W hat are y o u r  fu tu re  p la n s  in response to the current labour m arket problem s?

Their replies were as follows:

The Minister of Education said: “/  am looking  fo r w a r d  to d iversify in g  the educational 

output, updatin g  its  p ro g ra m m es a n d  u tilizing  techn ology a n d  m odern  sciences. 

Besides, there are se lf-edu ca tion  techniques a n d  lon g  life learn ing  education  ”.
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He added: "In th is context. The M in istry o f  Education o rg a n ized  a  conference to

update  the educa tion  system  a n d  to subm it a  p la n  sh a red  by the p r iva te  sector a n d  

c iv il so c ie ty  institu tions. I expect a qu a lita tive  sh ift in education  to m ake its output 

co p e  with the la b o u r m arket developm ent. I  am  p lan n in g  fo r  d iversifica tion  in 

seco n d a ry  education  so  that vocational sch oo ls are built fo r  crafts, industries, 

com m erce a n d  so  forth . The higher education  level, I am  in (he p ro c ess  o f  closing  

som e departm en ts w h ose gradu a tes a re  in creasin g  in num ber an d  have no 

opportu n ities  to jo in  the labou r market, m ain ly the govern m ent sec to r  that is no 

lo n g er capab le  o f  recru itin g  them

The Chairman of the CSC replied to the same question by saying: "My p la n  w o u ld  be 

a s fo llo w s:  R estructure the w ork  fo rc e  in the labou r market. C on so lida te  the national 

w o rk  fo rc e  em p lo yed  b y  the p r iva te  sec to r  in term s o f  a llow an ces a n d  incen tives ” 

(without mentioning any)

Whereas the Chairman o f the Educational Affairs Committee in the N. A. said: “ The 

govern m en t sh o u ld  s to p  the p ro c ess  o f  se lec tin g  teachers, tests, developm ent a n d  

adm in istra tive  co n tro l a n d  to  crea te a  fa vo u ra b le  atm osphere to m ake teach ing an  

a ttra c tive  jo b  f o r  the K u w a itis

7.8. Future Improvements in the Education System

The following question was asked to all interviewees: H ow cou ld  the education  

system  be changed to better prepare graduates f o r  the labour m arket?

The replies were as follows:
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D ecision-M akers an d  Em ployers:

I he Minister ot Education said: "The change shou ld  com e fro m  within the 

ed u ca tion a l institu tions through checking w ith  the relevan t departm en ts, a n d  benefit 

from  other countries' ex p erien ces”.

The Minister added, "A w ide spectrum  o f  p u b lic  c lasses shou ld  be invo lved  in this 

p ro cess . In th is respect, conferences, sem inars an d  non-governm ental com m ittees  

p la y  a prom inen t role. The labour m arket a n d  human resou rces are im portan t issues 

a n d  w e have to d ea l w ith  them profession a lly . C onferences a n d  sem in ars w ill w iden  

the vision  o f  a ll p a r tie s  dea lin g  w ith  hum an ca p ita l a n d  in troduce p ra c tica l  

experien ces a n d  so lu tion s ".

The Chairman of the CSC stated: "Improving education  com es through p rep a rin g  an  

ind iv idua l m entally, p ra c tica lly , p sych o lo g ica lly , behaviou rally  a n d  socially. 

T hereafter com es sp ec ia lisa tio n  a n d  academ ic  know ledge req u ired  by  a  society, 

f o llo w e d  by  on -go in g  tra in in g  a n d  reh a b ilita tin g  ed u ca tio n ’s dropou ts

The Chairman of the Educational Affairs Committee in the National Assembly 

replied: "The education  system  needs a  rev iew  in term s o f  the m ethodology, curricula  

a n d  edu ca tion a l to o ls  b e in g  used. I  see education  as an ongoing a n d  m obile  venture  

a n d  hum an ca p ita l sh o u ld  be invested".

H igher Education O fficials (Deans):

The deans emphasised the need for improvements and advancements in higher 

education delivery and the strategic planning for human resources development. They
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also emphasised the need for financial spending on education. For example one of the 

deans of Kuwait University was very concerned about "stuff developm ent, review  o f  

teach in g  m ethods a n d  investm ents in the un iversity  infrastructure  ” as a pre-requisite 

for the delivery of courses that would be useful to the labour market.

Another K.U. dean argued that there was a need for “a c lear vision  o f  the entire fu tu re  

o f  Kuwait, layin g  em ph asis on developm en ta l issues, b ro a d  sca le  p lan n in g  an d  

in vo lv in g  govern m ent a n d  p r iva te  in stitu tions".

Whereas one of the PAAET deans stressed on the need for improving the “qu ality  o f  

the su b jec ts  in trodu ced  to studen ts a t different levels a n d  their su ita b ility  to the labour  

m arket He added: “H igher education  has to fo llo w  the in ternational advancem ents  

in a ll  aspects  a n d  use the best to benefit fro m  them. Education has to be dynam ic in 

o rd er  to a d ap t to teach ings a n d  advancem ents in in ternational levels. D ecision ­

m akers a t the nation al leve l n eed  to have a  c lea r vision  o f  the p ro sp ec ts  o f  the K u w aiti 

labou r m arket a n d  try  to f in d  so lu tions to the p ro b lem s o f  K u w aiti la b o u r".

The other PAAET dean thought that, "more spendin g  on education  in general, 

u pgrad in g  edu ca tion a l m anagem ent, equ ality  o f  opportu n ities f o r  individuals w ith  

high efficiencies, a n d  se ttin g  an educational s tra teg y  that addresses the requ irem en ts  

o f  the labour m arket, w ill facilita te  the sh ifting p ro c ess  am ong the educational 

channels an d  fu tu re  stu d ies  on the requ irem en ts o f  society".
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F inal Year Students:

The final year students ol 1CU: In reply to the above question, one K.U. student stated: 

"There sh ou ld  be a  ra d ica l change o f  curricu la  f o r  be tter  sk ills  a n d  knowledge. 

Teachers n eed  to be d eve lo p ed  to he ab le to in troduce the ap p ro p ria te  a n d  su itab le  

know ledge an d  skills. N ew  universities n eed  to be o p en ed  in K uw ait to com pete w ith  

K U  a n d  PA AET to in troduce better services. K u w ait a lso  has to benefit from  others' 

experiences in their education  successes a n d  to se lec t the best teach er a n d  instructors  

fro m  arou n d  the w o rld

Another student took the subject from another angle when she said there was a need 

for "changing the p u b lic  a ttitude tow ards p r iva te  business, barrin g  studen ts from  

jo in in g  easy  departm ents, layin g  em phasis on p ra c tic a l a n d  techn ica l stu d ies not 

th eo re tica l stu d ies because the labour m arket requ ires techn ical sp ec ia litie s  

She added: “ the education  decision-m akers have to have c lea r  hum an recou rses  

ob jec tives  so  that a ll p o ten tia ls  are d irec ted  to w a rd s im plem enting them, in terest in 

crea tiv ity  in children a t the p r im a ry  school".

Final Year Students at PAAET: When asked the above question, a final year student 

at PAAET replied: "The change sh ou ld  involve a ll s ta g es o f  education  w ith  em phasis  

on the needs o f  the la bou r market, a n d  coord ina tion  betw een  govern m ent a n d  

education  departm en ts in the labour m arket

Another student recommended "giving p r io r ity  to understanding o ver  m em orizing, 

bo o stin g  stu den t-teach er relations, em ph asizin g  p ra c tic a l su b jects over th eoretica l 

ones, a n d  open ing  m ore universities
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Another student wanted the government to "give m ore opportu n ities to the p riva te  

sec to r  to p ro v id e  teach ing  in co lleges a n d  to g ive  the opportu n ity  to (he d iplom a  

studen ts to pursue their stu d ies an d  g e t their B achelor D egrees from  universities

Em ployees (Graduates):

Public Sector E m ployees: When the above question was asked to public sector 

(government) employees, one of them said: "The change shou ld  reach  education  as a  

w h ole", while another employee stressed the need for "field research es to iden tify the 

p ro b lem s o f  g ra du a tes in the labour m arket, s tre ssin g  the p ra c tica l s id es  in teaching, 

se ttin g  curricula which are pertin en t to the actu a l needs o f  the country, increasing  

f ie ld  tra in ing  during education, b o ostin g  coordination  betw een  educational 

departm en ts a n d  o ther departm en ts to  a c tiva te  f ie ld  training, g o o d  p rep a ra tio n  o f  

teachers a n d  design in g  curricu la  that g o  w ith  the duration  o f  education

Further, another employee also said: "Giving studen ts the opportu n ity  to d iscuss an d  

express attitudes, in terest in bu ild ing a  person a lity , open ing  new horizons in fro n t o f  

the stu den ts to  think o f  their fu ture, ongoing  gu idance during the p e r io d  o f  education  

to help a  stu den t determ ine his/her objectives, in terest in fa m ily  a n d  fa m ily  ties an d  

d irec tin g  studen ts during the secon dary  s tage  in the ligh t o f  their p o ten tia litie s

Private Sector E m ployees: When asked the above question about how to improve the 

higher education system to meet the needs of the labour market to the private sector 

employees, one of them replied: "Education m ust concentrate on ra isin g  the s ta n d a rd
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of curricu la  in order to b u ild  a g o o d  personality" . Whereas another one claimed that, 

"education m ust crea te  in terest a n d  seriousness, layin g  em phasis on the ro le  o f  the 

fam ily, ingrain ing w ork  values a n d  respec t s ta rtin g  from  the p rim a ry  education".

A third employee stressed on "selecting the best teachers, lo ya lty  to o n e ’s own  

country, im parting  inform ation at sch oo l or co llege  on a  ten tative, not abso lu te  basis  

which is liab le  to change an d  that there co u ld  be an opposin g  attitude, em phasising  

understanding, not m em orising, bu ild ing  up the bo d y  a n d  m ind sim ultan eou sly a n d  

involving  stu den ts in p la n n in g  a n d  assessin g  curricula".

7.9. Conclusion

Through the questions directed to the different stakeholders (government and private 

sector employers, employees in the government and private sector organizations, final 

year students at Kuwait University and at PAAET, higher education officials, and 

policy-makers) it was found that there are a number of important issues with respect 

to higher education and the labour market in Kuwait. The main issues that have 

emerged from the study and that will be discussed in the next chapter are:

1. The quality o f higher education graduates in Kuwait is low and has been 

deteriorating over time.

2. Higher education in Kuwait has failed to provide students with the necessary skills 

and knowledge needed for the Kuwaiti labour market.

3. The graduates of the higher education institutions in Kuwait are not ready to take 

jobs immediately upon completion of their studies.

4. There is hardly any relation between what students study during their education 

and what they are required to do in the work place.

156



5. Most ot the graduates ot higher education institutions prefer to work in the 

government sector where the pay is higher, the jobs are secure, and working 

conditions are easier, then there is the private sector.

6. I here is no coordination between education authorities and the labour market 

providers. There is a need for better communication between the two parties.

7. Social status, family background and the use o f wasta  play important roles in 

higher education and in the labour market in Kuwait.

8. Students of higher education institutions and employees seem to have better views 

about how to improve the education system in order to meet the demand of the 

labour market than the decision-makers and higher education officials.

The next chapter will cluster the above findings in relation to the research questions 

presented in chapter one, and then discuss them in relation to the literature reviewed 

earlier and in relation to the socio-economic and political context o f Kuwait.
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CHAPTER EIGHT

EVALUATION AND DISCUSSION OF THE FINDINGS

8.1. Introduction

Phis chapter presents a detailed evaluation and discussion of the responses obtained from 

the interviews and the documentary data reported in the previous chapters. The findings 

are clustered according to the specific issues raised during the interviews in relation to the 

research questions put forward in chapter one of this thesis. The research questions were 

as follows:

1. Does the output of higher education meet the needs of the labour market in 

Kuwait?

2. Do social relations in Kuwait negatively affect the training and hiring of national 

employees?

3. How strong is the communication between higher education authorities and the 

labour market?

4. Do the State officials and planners have a clear vision about the higher education 

system and the labour market in Kuwait?

Each question is answered below from the research findings. The issues that answer each 

question are placed together and discussed in relation to the literature reviewed in earlier 

chapters.
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8.2. Question 1: Does the output of higher education meet the needs of the labour 

market in Kuwait?

This question was formulated in the light of the following observations that are based on 

a review of the government’s employment policies, higher education objectives, available 

literature, and historical trends reflected in the data on the labour market in Kuwait, 

which were discussed in chapters2 and 3. It was established that:

1. The graduates were interested in joining the government sector, which was 

already over-staffed.

2. Higher education objectives were not clear and seemed to be detached from the 

needs of the development process and the labour market needs.

3. The bureaucracy in higher education institutions had made the education system 

more stagnant and non-responsive to economic growth and the changing needs of 

the country.

In the context of the above propositions, the main issues that have emerged from the 

analysis of the data collected can be clustered in terms of:

■ Skill quality of graduates

■ Preparedness of graduates to join the labour market;

■ Sources of graduates’ skills; and

■ Responsibilities of educational authorities.

The issues are discussed below.
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8.2.1. Skill Quality of Graduates

As discussed in the last chapter, the responses of the government and private sector 

officials with respect to the skill quality of graduates shows that higher education 

graduates employed in the government sector are of low standard. Government officials 

and employers confirmed that the standard is continuously deteriorating. The graduates 

lack skills that could enhance their performance because the education they received did 

not prepare them with such skills needed by the labour market. The performance of the 

diploma holders from PAAET is generally weak and does not comply with the 

requirements of the work because private sector employers think that their study had not 

been tailored to the requirements of business, technology and industry in Kuwait. 

However, the university graduates employed in the private sector have been of better 

standards especially in the areas of finance, accountancy and management.

The deteriorating standards of higher education in Kuwait contradict the objectives for 

which the higher education system was established. In the current situation, where the 

government assumes full responsibility for education, the general objectives of education 

do not seem to have served the requirements of the labour market but the higher 

education institutions (i.e., KU and PAAET) continue to produce new graduates each 

year. Most of the graduates, however, end up working in the government sector where the 

workload is minimal, salaries are higher compared to the private sector, job security is 

guaranteed, no specific skills required, and promotion does not seem to be linked to 

individual’s productivity or organizational performance. At the same time, the private
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sector is reluctant to hire the national graduates of PAAET and KU (to some extent) 

because ot their poor skill compatibility, low quality knowledge, negative attitude to 

work, and, above all, higher expectations in terms of salary. In Kuwait, the government’s 

spending on education has exceeded 7% of the state’s budget (Al-Ebraheem, 1999). 

Despite the increasing high investments in education the skills quality of graduates is 

below expectations. A number ot factors are believed to have contributed to this 

situation, including the admission policy of KU and PAAET, curricula and teaching 

methodology, lack of objective assessment criteria, and lack of interest among students to 

take their studies seriously. The aim of an education system is to develop the knowledge, 

skills, moral values and understanding required in all aspects of life rather than 

knowledge and skills relating to only a limited field of activity (Reid and Barrington, 

1997). However, there is no evidence from the findings of this study that in Kuwait the 

education system is achieving these educational aims.

It should be noted that the issue of low quality of graduates in Kuwait is not a new 

problem. It has existed for many years. For instance, a study by Massialah (1993) found 

that KU, just like any other Arab university, suffered from obsolete curricula, insistence 

on theoretical education, and a departure from the needs of the labour market. Moreover, 

Dr. Ali Al-Zumai, a former Minister of Planning, said in a recent interview that despite 

the increasing interest in education over the last fifty years, the development of 

administrative services, and the increase in the number of schools, the performance of the 

educational institutions have deteriorated due to the absence of development and revision 

in the curricula over the years.
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It should be also pointed out that the state of Kuwait has been experiencing an overall 

development in all economic, social and administrative domains. Nevertheless, the skill 

qualities ot the graduates have been deteriorating. 1 he main reasons for the deteriorating 

quality ot graduates can be related to many factors, such as secondary school leavers who 

are qualified to join higher education are admitted to the university on the basis of their 

percentage score, they are not given the opportunity to study what they would like to 

practice in their future careers, and they are certain that the government jobs that they are 

likely to take up on graduation do not require much mental or physical effort. Thus there 

exists a state of indifference and apathy by students towards knowledge and learning.

8.2.2. Preparedness of Graduates to Join the Labour Market

As reported in the previous chapter, Kuwait University deans maintain that the students 

must be provided with general knowledge rather than the skills that are specifically 

related to the labour market. They strongly argued that KU should provide knowledge 

and students are not expected to be ready to take up work immediately after their 

graduation. They said that graduates would not be qualified to take up specific jobs, 

rather they had to get acquainted with the nature of their new jobs and the way they carry 

them out. In contrast, PAAET deans maintained that their students should be trained for 

specific jobs by providing them with a combination of practical skills and theoretical 

knowledge. Nevertheless, they also argued that the students joining PAAET had been of 

low quality. They believed that PAAET graduates had not been interested in the jobs they 

had been trained for because they were groups of students who were admitted to 

specialisations they did not like. Seeking to attain a certificate in a study period not
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exceeding live semesters, made students endure and stay in the course, even though they 

were taking up a specialisation they did not like. This led to graduates with no interest in 

work and with no career prospects.

The deans of KU believed that academic learning was not meant to prepare a student 

lor a specific job neither was it accountable for or governed by the requirements of 

the labour market. This view has been supported by a number of scholars. For 

example, Favennec (1996) argued that academic education develops an appreciation 

of literature and the arts, an understanding of the natural world, and knowledge of our 

own and other societies and cultures. However, this may be acceptable when the 

labour market is able to absorb most of the graduates regardless of their academic 

qualifications. In Kuwait, the labour market, as explained earlier in chapters 2&3, 

suffers from structural problems such as an overwhelmingly large proportion of the 

nationals working in the public sector while expatriates dominate the private sector. 

The latest statistics show that the total number of KU graduates has reached almost 

41,000, but only 3,000 work in the private sector, while the rest are employed in the 

public sector (Ministry of Planning, 2003).

One of the main reasons for the slow absorption of KU graduates in the private sector 

are the restrictions on KU to design its academic programmes and module curricula, 

and to benefit from developments in scope, content and methods of academic learning 

because of many governmental bureaucratic procedures that are imposed on them. By 

contrast, as explained earlier, in many developed and developing countries such as
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Germany, Malaysia and Nigeria, the government has encouraged the freedom of 

educational institutions in the development and design of their academic programmes 

in relation to the social and economic needs of the country. It is imperative therefore 

that KU should be able to freely revise and develop its academic programmes, 

curricula and teaching methods so as to bring its standards closer to the needs of the 

labour market, particularly to make up for quantitative and qualitative shortage of 

knowledge and skills needed by the private sector.

As in the case of academic learning offered by KU, the technical education offered by 

PAAET does not seem to be serving the needs of the country. The objectives set by 

PAAET at the time of its establishment in 1982 are of a general nature embodied in 

providing the labour force with technical skills to serve society, enhancing their abilities 

to realize the objectives, and augment the efficiency of the system and personnel to 

optimally maximize their abilities (for details, see Chapter 3). These objectives are not 

consistent with the aims of technical education mentioned by Minnis (2000), which are: 

linking education with productivity; making graduates more employable; and providing 

the students with the practical background, familiarizing them with tools, abilities and 

technology related to the jobs in the labour market.

In addition to their general nature, the objectives of PAAET have remained unchanged 

since its establishment. Since then, however, there have been significant structural 

changes in the Kuwaiti labour market. For instance, as discussed in Chapter 2, the 

Kuwaiti labour force has become more educated (the proportion of the labour force with
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a high school certificate has grown substantially), the female labour participation rate has 

increased significantly, and the male labour force participation rate has remained more or 

less unchanged. Such changes need to be reflected in the objectives and specializations 

offered by technical educational institutes. The deans at PAAET mentioned that students 

admitted to PAAET are normally low standard secondary school leavers who failed to get 

a place in the KU. Hence their PAAET education is not expected to find them good jobs. 

Phis negative attitude to vocational education is a fact and a problem confronted by the 

PAAET since its establishment. It is also a problem confronted by technical educational 

agencies worldwide (Misri, 1994). The officials of PAAET know that their graduates 

wish to take up a job different from the areas in which they get the training. This is due to 

the lack of skills and qualifications, which help them to do the work effectively. There is 

also the problem of non-Kuwaiti manpower, which has more skills and experience and 

receives lower wages, as discussed in Chapter 2 of this thesis.

The PAAET deans raised one of the most significant problems of the Kuwaiti labour 

market, which is the lack of skills of the new entrants to the labour market. This goes 

along with Hamad’s (1995) findings that Kuwaiti graduates (without mentioning any 

specific level) had low skills and did not respond to the needs of the country’s 

economic development. The government, however, continues to create jobs for new 

graduates because there is no problem in paying their salaries. As a result, students 

depend on the notion that the government will provide jobs and, hence, care less 

about the standards and quality of their education.
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8.2.3. Sources of Graduates’ Skills

As reported in the previous chapter, the responses of the labour market officials regarding 

sources of skills, show that one of the main issues is whether the graduates acquire skills 

through study or through on the job training. The government officials believe that a 

public sector employee should acquire skills through doing their work because, in their 

view, attaining a degree is not enough to provide experience, ability and skill. They also 

laid emphasis on the need for training on and of the job. However, the private sector 

employers said that the type of education graduates received was not helpful and that 

experience and training on the job were more important. They argued that there were 

employees with qualifications below GCE who took important jobs, which required 

higher skills and abilities. They explained that newly graduated engineers could not fill 

such jobs today. They also maintained that it was possible to dispense with qualifications 

but it was impossible to dispense with experience and expertise in doing a job.

One of the main factors for KU and PAAET graduates not having the necessary skills 

that match the job requirements in the public and private sectors is clearly related to poor 

education planning. According to Misri (1994), the European countries established their 

educational systems, especially technical education, in the light of their developmental 

requirements but developing countries established their educational systems in response 

to numerous political and social factors. The International Labour Office (ILO) declared 

that skill development (through training) and providing lifelong learning for all (through 

education) were massive undertakings in any country (ILO, 2001) but because of political 

and social considerations, educational planning in developing countries became detached
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from the various developmental requirements. In Kuwait, education, as maintained by 

educational officials, was not planned to cope with the labour market. In view of the 

problems being experienced in the labour market, it appears that educational planners in 

the State of Kuwait made a strategic mistake by not linking the educational system to the 

development needs of the country. The presence of more than 1.2 million expatriate 

workers in the Kuwaiti labour market (PACI, 2004) should provide the motivation for 

higher education officials to show interest in providing skills and abilities to the Kuwaitis 

in order to prepare them to take up the work directly and successfully and to be able to 

compete with expatriates rather than depend on them. Many employment departments, 

especially in the private sector, seem to except their newly recruited employees to be able 

to work immediately and effectively but most graduates are not equipped with the 

necessary skills to do so.

Gaining work experience by doing the job is not enough for the Kuwaiti graduates 

especially in the government sector, which suffers from a lack of productivity and low 

levels of professionalism. Graduates require, as Armstrong (2001) stated, encouragement 

to take risks and learn from experience. This happens in a place where the targets and 

objectives are well formulated and the system of work is apparent. Unfortunately, this is 

not the situation to be found in Kuwait’s government institutions.

Private sector employers did not mention that they offer training to their employees 

because they normally recruit expatriates that are already trained. In Western countries, 

private sector employers use advanced techniques to improve the standards of their
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employees such as learning by doing, motivation to do the worthwhile product, and 

giving feedback (Birchall and Lyons, 1995). This approach allows newly joined 

employees to improve their standards. The problem in the Kuwaiti private sector is the 

experienced non-Kuwaiti employees who sometimes, deliberately, prefer not to teach 

Kuwaiti employees or transfer their knowledge to them because they think Kuwaitis will 

take over the work from them. In a survey made by MGRP newsletter (March, 2005) on 

Kuwaiti employees in the private sector, it was found that Kuwaiti employees were 

unhappy with the way they had been treated by non-Kuwaitis working with them. 

Kuwaiti employees said that non-Kuwaitis did not offer any assistance or help them to 

practice their jobs properly because these might threaten their existence in the company.

8.2.4. Responsibilities of Educational Authorities

As reported in the previous chapter, the deans of K.U. believed that it was not the role of 

the university to qualify the students for the needs of the labour market. They argued that 

the university had its educational objectives and seek to provide knowledge and learning, 

and to prepare students for growth and self-development. This means that the role of the 

university is to provide the general knowledge that makes graduates the educated 

members of society but not the experts who have the specific skills required by the labour 

market. They also claimed that the labour market (or employers) had not been involved 

with the university in identifying programmes and specialisations. Although some 

graduates were prepared to work directly in certain specialisations, such as medicine and 

engineering, the university had not been aware of the exact needs of the labour market. 

The deans were also of the opinion that organizations had been responsible for training
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and developing the graduates according to their employment needs and they did not 

depend entirely on the knowledge gained from the university.

However, KU deans agreed that education (including Kuwait University) should not be 

completely detached from the needs of the labour market. There are some colleges that 

are viewed as vocational because they qualify graduates for certain professions such as 

medicine, engineering and the paramedical sciences. The fact that the government 

provides jobs to graduates for each specialization at the university suggests that in a way 

university level education in Kuwait is also vocational education. This implies that the 

government, through its policies, has made an academic education into a vocational one. 

In this context, Bock (1998) argued that the growth of relevance of academic education 

can be found in technological developments, work and organisation structures, as well as 

in the constantly increasing relevance of service sector. This is typical to the case of 

Kuwait, as KU officials still think that they are not responsible for the needs of the labour 

market. The two factors that are likely to have contributed to the views of the university 

officials are: (1) knowledge of theories that insist on a segregation between academic 

education and the direct needs of the labour market; and (2) KU is a government 

institution which suffers from a bureaucratic system and procedures that do not allow 

timely adoption of developments in teaching tools and methodology.

In contrast, the deans of PAAET believed that their programmes had been consistent with 

the needs of the labour market and that their specializations met the labour market 

requirements, especially those of the government sector. They argued that there had been
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committees, in which public and private employers are members, inside their colleges. 

The role of the committees is to select specialisations, develop curricula and create new 

departments to address the needs of society. The deans of PAAET believed that their 

responsibility was to address the needs of the labour market from among technical and 

vocational labour, and developing the skills of the already existing labour.

Therefore, it seems that the education strategy that is adopted by the Kuwaiti government 

has been able to produce an education system to meets the social and economic 

development needs of the country, especially the university education, which appears to 

have been completely detached from the labour market. There is a need for an education 

strategy, that Brymann and Carmer (1997) described, which will be able to modify 

behavioural patterns and attitudes of students and to prepare them for the building of a 

strong economy. The educational institutions of Kuwait, including higher institutions, 

need to be modernised but they still need to concentrate on the prevailing traditions, 

cultures, beliefs and values of Kuwaiti people. This will not happen unless there is a clear 

vision and action plan made by the government. As Newman (2001) and AL-Manofi 

(1998) had pointed out, although many efforts have been made in order to improve the 

education systems of Arab countries, the changes are still very limited.

As per the responses of the PAAET deans, most of the specializations offered by PAAET 

are vocational and aim to prepare a graduate to take up a specific job, which goes with 

what the student has studied. The replies that what the deans of PAAET have said is 

consistent with the literature on vocational education, especially the UNESCO’s (1999:
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21) description that vocational education involves "all form s am i levels o f  the educational 

p ro cess  involving, in addition  to general knowledge, the study o f  technologies an d  re la ted  

sciences, the acquisition o f  p ra c tica l skills, know-how, a ttitudes an d  understanding  

rela tin g  to occupations in the various sectors o f  econom ic and soc ia l life ”.

In this respect it is noticed, however, that the graduates of technical and vocational 

colleges of PAAET take up work in the public sector where their specializations are not 

needed. The graduates often take up white-collar jobs, which go with their social status 

(Al-Enezi, 2000). This issue (social status) is discussed later in this chapter.

8.2.5. Summary of Issues Related to Question 1

The above discussion highlights the point that the higher education system in Kuwait has 

not served the needs of the country’s labour market. The quality of graduates is low and 

has been deteriorating. The graduates do not have the necessary skills to fulfil the job 

requirements in the public and the private sectors. As a result, even after successfully 

completing their studies, the graduates are not ready to enter the labour market. The main 

factors that contribute to the low quality of graduates and the lack of job compatibility are 

the quality of students pursuing higher education and the underlying philosophy prevalent 

in the system of higher education in Kuwait. In the case of KU, the officials believe that 

the main objective of the university is to provide academic knowledge and not to train the 

students for specific jobs. In other words, the university education does not have to be 

responsive to the needs of the labour market. In the case of PAAET, while the system is
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designed to be responsive to the needs of the labour market, the quality of students 

joining the institution and their belief in finding a job in the public sector irrespective of 

their specialization make them take little interest in their studies and learning skills. As 

long as such tendencies continue, the output of the higher education system in Kuwait 

will not be able to meet the needs of the Kuwaiti labour market, and, hence, will not serve 

the development needs of the country.

For the higher education system to serve the needs of the economy and to be 

representative to the requirements of the labour market, it is imperative that the overall 

efficiency of both KU and PAAET is improved. In other words, both institutions must 

produce graduates with skills that are required by the growing economy of Kuwait, 

particularly in the private sector. This would mean introducing fundamental changes in 

the educational system at both KU and PAAET. While it is true that the purpose of a 

university education is providing academic knowledge, KU should be responsive to the 

need of the Kuwaiti labour market and the economy. The different areas of specialization 

offered by the university should be modified and restructured to improve the skills of its 

graduates and, hence, their absorption in the private sector. In the case of vocational 

education, to address the issue of the quality of graduates, the most effective solution 

seems to be the changing of the admission policy of PAAET. Any new admission criteria 

should set some standards by giving proper considerations to key requirements, such as 

scores required for different specializations, interest and aptitude of the student in a 

particular specialization, and prior practical training and/or experience in the 

specialization of interest. To enhance the compatibility of the skills acquired by graduates
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with the job required in the labour market, the government should revise its employment 

policy and employ only those graduates that have the necessary specialization and skills.

8.3. Question 2: Do social relations in Kuwait negatively affect the education and 

employment?

This research question was formulated because in Kuwait connections and family links 

are vital for success in commercial and business affairs, including securing good jobs, 

doing business, and getting things done in different government and private offices. This 

kind of practice affects the performance of the public and private sector organizations. 

There have been also other factors that affected the general behaviour and preferences of 

Kuwaiti citizens and that have implications for the education system and labour market in 

the country. Such factors are:

1. The flow of oil money has led to a new type of relationship between the government 

and Kuwaiti citizens, where the state is responsible for providing economic and social 

services to the citizens free of charge, but the citizens have minimal responsibility 

towards the government;

2. The appearance of new occupational groups such as management, insurance and 

investment, which the Kuwaiti citizens prefer despite the availability of jobs in other 

occupations (e.g., technical and manual);

3. The interference of Kuwaiti parents in the future careers of their children; and

4. The importance of social factors in the planning of educational policy.
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The analysis of the findings of this study in relation to the above factors can be discussed 

under three points:

■ The wishes of parents and attitudes of their children;

■ Best working places for higher education graduates; and

■ The extent oV"Wastu" and its effect on education and the labour market

8.3.1.The wishes of parents and attitudes of their children

The replies of the students, as reported in the previous chapter, show that Kuwaiti parents 

believe that their children should complete their studies and hope that they get a 

government job. In general, PAAET students accept that their parents are more familiar 

with the labour market and are interested in safeguarding their children’s future. They 

accept the advice of their parents and make sincere effort to follow them. KU students, 

however, feel that they are more familiar with the labour market and know what is better 

for them and, therefore, they will not follow their parents’ wishes.

It can be also concluded from the replies of the students that their parents direct them to 

study certain subjects because Kuwaiti families play an important role in directing their 

children to the type of education that they feel is better. Getting a government job is a 

major concern for the family members. The attitudes held by Kuwaiti families have been 

prompted by the declared government policy and the guarantees made to a Kuwaiti 

citizen. This is inculcated in Article 41 of the Kuwaiti constitution (Appendix 3) that 

states that the government is committed to provide employment for the Kuwaiti citizens. 

Ever since the 1950s, this social contract between the government and the citizens has
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been applicable (Al-Ibrahim, 1996). The government has never dispensed of any of its 

employees or proposed any amendment aimed at imposing penalties or punishments on 

unpunctual employees or those with low performance. In addition to the aforementioned, 

according to Sayigh (1985), the government created additional unnecessary jobs to cater 

tor more employees in the light ot the increasing oil revenues. By giving the citizens a 

sense of job security, the government, through its policies, has undermined the 

development of a competitive environment in the system that is critical for the acquisition 

ot knowledge, enhancing quality of manpower, and developing human capital resources. 

As noted by Grubb et al. (1998) and Psarchropoulos (1996), the development of human 

capital is important for creating changes in the economic and social structure, producing 

self-sustained productive capabilities and increasing the income of the individual.

There is no doubt that the Kuwaiti families want their children to pursue higher education 

studies and get a higher degree. This has led them to exercise pressure on educational 

authorities, through the use of the National Assembly members, ministers, and other 

influential persons, to admit more students without any considerations to the capacity or 

needs of the labour market. In the election time, the candidates for elections visit the 

Kuwaiti people in their homes and work places, and ask them for their votes, the voters 

tell them about their concerns and wishes. One of the most important wishes is the 

education and the future of their sons and daughters. They want their sons and daughters 

to join KU or PAAET and to find a good job in government or oil sector. When people 

elect parliament members, those members exert pressure on the government to change 

regulations to accept Kuwaiti young people in KU and PAAET regardless of the ability
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of these education institutes to serve the coming students, or the ability of students 

themselves to proceed in their studies and graduate. Such attitudes have created a state of 

disorder in the process of higher education admissions and forced the authorities to put 

restrictions on admissions due to the inability to cater for huge numbers of applicants. 

For instance, at KU, the minimum percentage marks for admission in medicine, 

engineering, and administrative sciences is 90%, 85%, and 80%, respectively. In 

addition, KU conducts placement tests and interviews for admission. Although the 

restrictions and conditions exerted by the higher education authorities, many Kuwaiti 

families still wish to enrol their children in Kuwait University even when they know that 

their children are not willing to study at the University. These wishes of the Kuwaiti 

families have directly affected the output of higher education and its relation to the labour 

market. As a result of this parental pressure, many students end up studying subjects that 

they do not necessarily like. This has therefore led to students either not completing their 

studies or not having interest in jobs that correspond to their areas of specialization. In 

this context, it should be pointed out that dropout percentages for KU and PAAET have 

been 40% and 52%, respectively (Ministry of Education, 2003). All this has led to waste 

of efforts, resources, and low productivity.

8.3.2.The best working places for higher education graduates.

Most of the respondents (final year students) were of the opinion that the public sector is 

their best employer and that, as a government job is their first choice. It should be 

noticed, however, that PAAET students believe that their interest in getting a government 

job is because a government job is close to their specialization. KU students, on the other

1 7 6



hand, attributed this to the "social status" and "prestige” that a government job confers 

upon them. Government jobs are not only just secure and less demanding their salaries 

are also higher compared to those in the private sector. According to Badria and Chishti 

(2000) it was estimated that, on average, salaries in the government sector were 25-30% 

higher than those in the private sector. Phis situation is still prevalent in Kuwaiti 

government sector and is not expected to disappear in the near future. As there are 

excessive quantities of oil and the prices are high, Kuwaiti citizens will still get access to 

highly paid government jobs.

A government job is preferred because it is the easiest in terms of availability and nature. 

This phenomenon is also present in other countries similar to Kuwait, such as the 

Sultanate of Brunei and the Kingdom of Saudi Arabia (Minnis, 2000) because they are 

rich due to revenues from oil resources. In these countries, government jobs provide 

higher salaries and fewer demands on one's working time than in the more cost-conscious 

private sector organizations. This state of affairs has been dominant in Kuwait since the 

establishment of the government and administrative systems in the 1960s (Al-Kashef 

(1995).

Moreover, it is observed that the government sector in Kuwait is very bureaucratic, but 

the private sector is rational and technical in nature. As per the 2002 statistical bulletin 

issued by the Ministry of Planning, the percentage of technical labour in the government 

fell below 25% of the total number of administrative staff (Ministry of Planning, 2002). 

In contrast the expatriate labour in the private sector employed in the technical, scientific
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and production jobs numbered more than 600,000 compared to less than 80,000 holding 

administrative jobs, directors and sales people. One of the most distinctive aspects of the 

Kuwaiti labour market is that Kuwaitis hold administrative jobs in the government sector 

and expatriates manage technical jobs in the private sector. The relatively low proportion 

ot nationals holding technical jobs has affected the national economy and social relations. 

It is admitted that the economically productive jobs in Kuwait are in the hands of 

expatriates (Al-Enezi, 2000) because Kuwaitis do not accept production jobs under the 

guise that the nature of their society rejects that type of ‘demanding and dirty’ vocational 

jobs. They depend on the high salaries they draw from the government for doing very 

little work in ‘desk-based’ jobs.

Kuwaitis look down to the technical, manual and handicraft jobs. They prefer to join 

more prestigious and administrative jobs. As a result of all Kuwaitis wanting to do the 

same type of jobs, many young people (graduates) compete with each other for the 

limited jobs that are available in government and use “Wasta” to get managerial and 

administrative jobs in public sector oil companies. This is because the salaries in the oil 

sector are double than those in the government sector. The oil sector provides better 

medical treatment, higher annual increments and better job security than other 

government sectors. Another important point is that oil jobs are not always handicraft and 

(dirty) even the names of the job indicates that, the oil companies use the contactors to 

accomplish most of the technical and practical jobs and all those working in the 

contracting companies are non-Kuwaitis. The role ot Kuwaiti employees is to supervise 

and to guide not to produce and operate machines, etc. The statistics of Kuwait Oil
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Company (KOC) indicate that the official number of Kuwaiti employees is 5227 and the 

number of contractors’ employees is around 11000 (KOC, 2004).

Moreover, the students did not mention the importance or relevance of their degrees, 

skills or knowledge. This indicates that students do not depend on what they had actually 

studied to get the jobs they like because they view their education as a means to get a 

qualification which gets them a job not as mean of learning and educating themselves for 

the future employment. Kuwaiti students do not believe in the principle of equality of 

opportunity or putting the right person in the right place. They do not trust their academic 

learning and they think that the knowledge and skills learned in the university are not 

enough to execute jobs in the private sector effectively.

Therefore, it seems that social prestige remains a major motive for higher education in 

Kuwait. This is quite contradictory to what human development and human capital 

scientists assume in respect of education leading to employment. For example, studies by 

Becker (2000), Mincer (1994) and Psarchapolos (1996) agreed that whatever is spent on 

education must be recovered through the labour market in the form of productivity and 

income. The human capital theory, as explained earlier, also maintains that an educated 

society must have a productive workforce (Bowman et al, 1989). In Kuwait, as seen from 

the replies of the higher education students, education exists and the society is educated 

too, yet productivity is not commensurate with what was spent on education in terms of 

money, effort and time by the government and the citizens.
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Wasta (mediation or nepotism) is common in most Arab countries and Kuwait is not an 

exception. The practice has existed for many years and goes back to the tribal system. 

Most of the Kuwaitis were illiterate and did not have clear idea about the regulations and 

system applied by the government at that time. Public figures such as the heads of tribes, 

merchants and parliament members used their power and relations to help their members, 

friends and relatives to get what they wanted. Since then, the role of Wasta has taken 

another dimension. The use of W asta has become a social phenomenon because of its use 

in every aspect of life. It was used to serve those who deserve the service or positions but 

today it is used to serve those who do not deserve the service or positions. It has moved 

from being a support mechanism to becoming a kind of bribery and black mail. For 

example, the people using “W asta” today are parliament members for re-election or 

merchants for the favour of their business or politicians for their parties or tribes leaders 

for their relatives and populace.

Government officials confirmed the existence of W asta and said that it makes an 

employee feel secure against any punishment or accountability. An Under-Secretary 

statedthat "no one can bring the K uw aiti em ployees the slightest harm as long as  

“W asta” is there to p ro tec t them fro m  any likely harm. This, no doubt, causes an  

em ployee to abuse his/her job". W asta is also a means for an employee to abuse his/her 

job. The private sector officials denied the existence of W asta in their enterprises. They 

argued that in their organizations the emphasis is made on the type of qualifications and 

abilities, and the extent to which a graduate is able to do the job. They do not give any

8.3.3.The extent of W asta  and its effect on education and the labour market
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priority to a specific nationality, but rather require qualifications and the capabilities of 

the graduate to perform in the work place. That is one of the major differences between 

the private sector and the public sector in Kuwait.

From the replies of government officials it is clear that Wasta does exist and it exercises a 

negative effect on productivity and work in general. The difference lies in the way 

different organizations accept or reject it. In the government sector, Wasta is held as a 

fact that cannot be evaded or ignored. The practice of “Wasta” causes services to 

deteriorate and productivity to decline. Chrishti and Khalaf (2000) have shown that 

because of Wasta, return on education is very low for government employees in Kuwait. 

The effect of the use of “W asta” is to put people in places they do not deserve or able to 

fulfil these places. The consequence is that the governmental services and administration 

will not develop and no one can expect future improvements in the place affected by 

Wasta. Normally the one using Wasta is that who has fewer qualifications. The 

government officials prefer not to clash with their friends, relatives, seniors, members of 

parliament, leaders, famous leader people and so on. Therefore, they tend to accept their 

requests because they think if they do not do so their positions and status within the 

family and society will be affected.

In private sector, the practice of Wasta is not as clear as it is in the public sector. There is 

Wasta, but in a limited scale and in a way which does not interfere with the interest and 

development of the business. The owners of private companies, for example, do not 

accept any applicant unless they know his/her family or wait until someone they know
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recommends the applicant. In some cases when the private sector needs specific changes 

in the commercial law or some services introduced by the government they contact 

parliament members. In this case the private sector will accept Wasia from parliament 

members to intervene on their behalves. The Wasta in private sector is not expected to 

affect its efficiency or effectiveness and development because thes sector is secured and 

defended by its people more than the government sector.

The behaviour of the private sector employers seems to be logical to some extent because 

an employer, who is naturally interested in generating profit, is not prepared to risk 

his/her business for social relations. Here an important issue arises which is related to the 

role of the private sector in dealing with national manpower in the labour market. 

Officials in this sector deal with the national manpower in terms of profit and loss. 

Moreover, the government gives services to the private sector. For example, public land 

was sold at a price far below its market value to private investors, in addition to providing 

the infrastructure and tax exemptions (Chamber of Commerce and Industry, 2002). The 

government also provides necessary services such as health, education and other social 

services to expatriates working in the private sector (Ministry of Social Affairs, 2001). 

Thus, there seems to be Wasta from which the labour market does not benefit because 

while the private sector receives the support of the government sector, it does not in 

return give priority to national manpower and prefers to recruit more expatriates than 

locals for their business.
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8.3.4. Summary of Issues Related to Question 2

I he above discussion shows that the higher education system in Kuwait had not been 

able to play its due role in the development of the country due to interference of the 

parents in deciding what their children choose to study in KU and PAAET, and the use of 

family connections (Wastci) in securing government jobs. Because many students end up 

studying subjects that are not of interest to them, both KU and PAAET, have high 

dropout percentages and the two institutions are not able to produce graduates that are 

needed by growing and industrialising economy. Thus, the efficiency of the education 

system remains below expectations. The overall efficiency of the higher education system 

can be improved substantially if it is allowed to operate on the basis of labour market 

needs (i.e, without family interference and Wasta).

The higher education system has not been able to meet the needs of the economy because 

of the social status and prestige attached to government jobs in the society. As a result of 

this prestige, a large number of graduates from KU and PAAET seek government jobs, 

irrespective of their specializations. To ensure that the higher education system is 

responsive to the needs of the economy, particularly the private sector, the authorities 

need to remove the bias in favour of government jobs and encourage the private sector to 

employ more locals than expatriates, especially the private sector employers that get 

financial (tax exemptions, etc.) and administrative support from the government.
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For the education system in any country to meet the requirements of the labour market 

and, hence, the economy, it is imperative that educational institutions and the labour 

market officials communicate with each other within an organized and formal framework 

(Moosa, 2002). As discussed in the previous chapters, this has been true for countries 

where the contribution of educational institutions to economic growth and development is 

well established. In Kuwait, however, this study has confirmed that the education sector 

has not been able to contribute effectively to the country’s socio-economic development. 

This is because the output of the educational institutions does not meet the requirements 

of the labour market. It is therefore argued that this situation is partly the result of a lack 

of communication between educational institutions and the labour market officials. This 

argument is based on the apparent:

1. lack of consistency in the educational plans and programmes;

2. inability of a graduate to foresee the type of work and salary in the labour market;

3. increase in the expatriate manpower, particularly the low qualified; and

4. decline in the higher education graduation rates.

In this context, the analysis of the data has revealed two important issues. These are:

1. The nature of communication between the labour market and higher education 

authorities; and

2. The approaches of state officials in implementing their plans, as discussed below:

8.4. Question 3: How strong is the communication between higher education

authorities and labour market sectors?
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8.4.1.The nature of communication between the labour market and higher

education authorities

The replies of the public and private sector employers reflect the nature and type of 

communication between the labour market and higher education authorities, as explained 

below:

Government Officials

Each year, the government officials (or the employers of the public sector) receive a 

request from higher education authorities asking for the requirements of the government 

for human resources in the coming year. The government officials complete the forms 

and return them to KU and PAAET. This procedure is repeated annually as a routine and 

bureaucratic obligation in order to make sure that government jobs are made available to 

higher education graduates. The role of education authorities is to make sure that the 

required quotas are met regardless of the quality and the standards of graduates.

Private Officials

In the private sector, the communication with higher education is carried out differently. 

The private sector companies advertise their vacancies in the colleges of higher education 

requesting specific graduates. Sometimes they send their representatives (recruitment 

managers) to the KU and PAAET to present their companies to potential employees and 

to meet those students interested in working for them. Another technique used by private 

sector companies is the media advertisements in newspapers and specialised magazines.
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These two contrasting recruitment procedures, explained above, show that there is very 

little real communication between the labour market and the higher education authorities. 

The government employers are not aware of the type and quality of graduates being 

produced because they only ask for what they need each year and they get them. Whereas 

the private sector employers may know the type and quality of graduates from their direct 

contact with the applicants but higher educations institutions do not know the needs of 

the private sector employers. There is a need for open and direct communication between 

all parties involved. Education, according to Rao (1996), is a "productive investment", 

which leads to better skills, talents, abilities, and knowledge that lead to economic 

success and create jobs and investment opportunities in the labour market. The countries 

that have a good communication process and a strong link between their education 

system and the labour market are said to be the most successful (Rao, 1996). Malaysia, 

for example, has set a strategic plan based on education, mainly vocational education, 

which relates to the labour market. The education system and vocational training 

programmes are designed in the light of the labour market requirements. Also, in China, 

Sangxong (1998) found that students were oriented early on the importance of education 

and its relation to the labour market. They worked out a system of educational-training 

programmes to qualify for a set of jobs available in the labour market or to be made 

available later. Students were left to choose whatever they like and feel fit for their 

abilities in terms of educational and training programmes. In parallel with this strategy, 

there was a huge development and creativity in the type of training so that it meets the 

technological development and societal requirements.
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In Kuwait, the findings of this study have shown that there is no clear strategy for 

cooperation and coordination between the those who supply labour and those who 

demand it. Therefore, a stalemate is created, as mentioned by Al-Zumai, (2000), which 

resulted in weak educational outputs and weak communication with the parents 

benefiting from educational output. Admissions to KU are not pinned on the 

requirements of the labour market, but rather on the capacity of the different faculties 

within the university (see Chapter 2). In the case of PAAET, it has its own problems, 

starting from the low quality of students enrolled to the change of curricula during study 

and setting jobs, which are incongruous with the specializations students are asked to 

study. Just like in any other Arab country, education in Kuwait is influenced by politics, 

and as a result, the educational system is very often diverted from its initial objectives 

(Makdesi, 2000). For instance, both KU and PAAET are forced to admit more students 

than their capacity, even at the expense of lowering the admission requirements, because 

of pressure from members of the National Assembly, ministers, and other influential 

persons in society.

To ensure that the higher education system meets the needs of the private sector of the 

economy, the latter has been asking the educational authorities to prepare trainees and 

students in skills that are in demand in the economy. The officials of the private sector 

have shown their interest through advertising with the higher education authorities to 

attract graduates and choose the best from among them. It is noticed that the private 

sector is interested in organizing the curricula related to its requirements. In addition, a
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group of private sector managers participate in teaching and training in PAAET, mainly 

in the vocational colleges. On the other hand, it is found that the government sector is 

content with the routine work embodied in completing the forms on an annual basis and 

returning them to the higher education authority. The private sector has been a forerunner 

in defining its future needs and acting to achieve this end because its general objectives 

are well defined. Each organization has its own objectives and strategies related to its 

existence in the labour market. The activities indicated by the private sector employers 

were not through agreements with the educational authorities because such authorities 

suffer from ineffective communication.

8.4.2.The approaches of the state officials in implementing their plans

As reported in the last chapter, the State officials prefer following institutional channels 

to communicate with the different stakeholders in the labour market (i.e., public and 

private sector employers and educational authorities) to achieve their objectives in 

coordinating and cooperating between the labour market and educational authorities. 

They expressed their willingness to cooperate with the public and private organizations 

only through the established institutional channels and specific official mechanisms. As 

members of the state apparatus they had reservations in giving details about future plans 

for the bodies they preside over. Although the government declares an integrated plan for 

every five years it was not clear why the state official preferred to disguise details about 

their programmes and plans. It was not easy to get any clear information about their
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future plans although it is well known that government agencies must agree their plans 

and the means for implementing them before they are submitted the National Assembly 

for approval. Normally, the state official documents, plans and programmes are not 

restricted and are not confidential documents because they are made accessible to the 

members of the public the government libraries.

The unwillingness of the Minister of Education and the Chairman of the Civil Service 

Commission to provide details could be because they did not want to disclose 

information that was different from what was included in the government work 

programme and possibly they were not aware of the content of the latter. As any 

discrepancy could lead to questioning by the members of the National Assembly and 

would expose the government to a difficult situation, the officials preferred to talk in 

general terms, without going into detail. The other explanation for the vague responses of 

the State officials could be that they had no clear vision or definite agendas for the future 

cooperation between the education and the labour market authorities.

The fear State Officials from being questioned by the members of the National Assembly 

is very legitimate as it can result in the dissolution of the government. As reported by 

Aseery (2003), in his book "Political Life in Kuwait", the average life of a government in 

Kuwait is 19 months after which it is dissolved due to clashes with the National 

Assembly or questioning of ministers by the MPs (grilling). A period of 19 months does 

not encourage a minister to put down plans, find a communication mechanism, 

implement it, and yield results. The safest way is to adopt and follow the already existing
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procedures with minor changes, this situation does not encourage a minister to get 

acquainted with the policies or communications carried out previously with other bodies. 

I le leaves these issues to the undersecretaries and other top officials without going into 

the details. I herefore, the end result of all this is that the education system is left at the 

mercy of the bureaucrats who are least interested in introducing changes in a system.

In Kuwait, as in Turkey (Simsek & Yildirim, 2000), the communication process was poor 

between the government authorities. Employment and labour market-related policies 

were implemented at one official's request without taking into account the views of other 

officials and whether or not the policies were suitable. It is interesting that when 

interviewing the Chairman of the Educational Affairs Committee in Kuwait’s National 

Assembly he referred to some of the mechanisms granted by the constitution (Appendix 

3), such as the right to question cabinet members. In fact, any other member of the 

assembly can utilize his or her constitutional right in proposing legislation for reforming 

the education system and the labour market. The role of the National Assembly is to 

make legislations and to monitor the performance of the government. It is the body that is 

in charge of enacting laws and following up their implementation in collaboration with 

the government authorities. However, one of the main factors, which prevent the 

members of the National Assembly from fulfilling their legislative and regulatory 

obligations, is that they face a set of obstacles, which could hinder their parliamentary 

career and negatively affect their performances. The members of the National Assembly 

have responsibilities towards their electorates who helped them win the elections. The 

members spend most of their time listening to the problems and viewpoints of their
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electorates and also help them through processing their cases with government agencies. 

Moreover, the members do not try to impose legislations and laws, which could be 

incompatible with the government officials’ wishes.

8.4.3. Summary of Issues Related to Question 3

The above question has addressed the process of communication channels between the 

higher educational institutions and the officials of the public and private sectors. The 

issues raised by this question are very important because they point to the need to 

improve the current situation. The discussion shows that not only there are no effective 

communication channels between the educational authorities and the labour market 

officials, but also there is no clear strategy for cooperation and coordination between 

them. This has resulted in the weak contribution of the educational system to the needs of 

the labour market and, hence, economic development of the country. Whereas the private 

sector has shown interest and made efforts to establish communication channels with the 

educational institutions, the public sector has shown complete indifference towards this 

endeavour.

8.5. Question 4: Do the state officials and planners have a vision about the future of 

higher education and the labour market in Kuwait?

This question was asked because there is a general perception that the main reason the 

country has not been able to find an appropriate set of solutions for its continuing labour 

market problems is that the planners and policy-makers in the country neither have a
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clear vision regarding future goals nor a proper understanding about linkages between 

higher education and the labour market. This perception is based on the fact that, despite 

all the problems of the labour market, many government rules, regulations, procedures 

and policies regarding the employment of nationals and their salary structure remain 

unchanged. While the government continues to employ the nationals, the number of 

expatriates in both the public and the private sectors continues to grow.

In the context of the current question, the issues that are identified on the basis of reviews 

of the state of the labour market and higher education system (its goals, objectives, and 

performance), and interviews with state officials (presented in the previous chapters) are:

■ The evaluation of current status of the labour market;

■ Officials’ and decision-makers’ understanding of the problems of the labour market; 

and

■ Future plans of the state officials and decision-makers to deal with the problems of 

the labour market.

These issues are discussed below.

8.5.1. The Evaluation of Current Status of the Labour Market

Directly or indirectly, the source of many of the problems of the labour market in Kuwait 

can be found in government policies and lack of a vision for the productive absorption of 

national manpower in the economy. The lack of vision on the part of the government is 

manifested in the differences in the emphasis in the responses of different state officials.
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Bach state official presented a different assessment and his own vision, rather than a 

single common view representing the government’s vision. For instance, as reported in 

the previous chapter, according to the Minister of Education, the current labour market 

problems are the result of a lack of action on the part of the government during the last 

fifty years. The deterioration in the quality of education, the influence of social factors 

rather than requirements of development plans on the recruitment of nationals in various 

government departments, and the use of government jobs as a channel for distributing the 

country's oil wealth among the citizens are all the outcomes of short-sighted government 

policies. The situation has been further aggravated, as reported by Al-Enezi (2000), by 

the preference of the nationals to work in the public sector and their presumption that it is 

the responsibility of the government to provide them with jobs.

While the Minister of Education did provide an assessment of the labour market, other 

officials were not clear in their responses. For instance, the Chairman of the Civil Service 

Commission found it difficult to provide an evaluation of the labour market. Fie simply 

talked about legislation that extended financial support to employees in the private sector, 

the central registration system for those intending to join the government sector, and the 

appointment of those actually needed by the government, which will help improve the 

labour market. On the other hand, the Chairman of the Educational Committee of the 

National Assembly criticized the government for not guiding students in the right 

direction, which resulted in graduates not working in their areas of specialization.
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Apart from education, there is a number of other factors that affect the labour market in 

Kuwait. All these factors such as the influence of local and international agencies, the 

social and cultural values, the expatriate manpower, and technological changes have left 

an indelible mark on the Kuwaiti labour market and on its performance. The National 

Assembly should have looked into all these factors and coordinated between different 

government agencies dealing with the labour market, and then introduced appropriate 

laws and regulations. The situation in Kuwait is consistent with what Simsek and 

Yaldimin (2000) said about the experience of Turkey, and in many of the developing 

countries that failed to provide solutions for their labour market problems despite 

considerable expenditures.

8.5.2. Officials’ and Decision-makers’ Understanding of the Problems of the Labour 

Market

The Minister of Education indicated that the impediments confronted by the labour 

market had been embodied in the desire of the private sector to depend mainly on profit- 

seeking capital. It searches for the cheap, skilled and specialized labour, which gives 

more productivity for less cost. The private sector is not ready to concede to the social 

values because its main objective is to maximize profit. For this purpose, the private 

sector selects well-qualified graduates, which meet its objectives without attending to 

social norms and political games. The private sector prefers expatriate labour because it is 

cheap, readily available, experienced, familiar with technology, and proficient in English.
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I he chairman of the Civil Service Commission believes the urgent problem is the 

scarcity of qualified national labour, which pushes the private sector to seek expatriate 

labour as well as the fact that expatriates work harder, perform better and are much 

cheaper than the nationals. The problems of the labour market, in the view of the 

chairman of the CSC, are the Kuwaitis preference for government jobs, the gap in salaries 

between the two sectors, relying on oil as the sole source of income, and the low 

percentage of Kuwaitis in the private sector. On the other hand, the chairman of the 

National Assembly’s Educational Committee believes that disguised unemployment and 

over-employment in the government sector has led to apathy and indifference. In his 

opinion, the private sector seems unwilling to absorb the overflow in the national 

manpower. There is also the fact, as pointed out by Al-Rashidi (1994), that the types of 

jobs in the private sector do not appeal to the Kuwaitis. This is actually one of the 

problems of the labour market that is related to higher education.

As reported in the previous chapter, all the interviews admitted that the standard Kuwaiti 

graduates had been too poor to cope with the requirements of the private sector. Kuwaiti 

graduates are not technically, psychologically and socially qualified to do the job that 

expatriates are doing in the private sector. As pointed out by the chairman of the Civil 

Service Commission, the expatriates are employed not only because they are better than 

Kuwaitis but because they are prepared to work and develop according to the 

requirements of the work and the instructions of their employers. In the opinion of the 

chairman of the National Assembly’s Educational Affairs Committee, the government
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sector employees are not prepared to improve their performance and increase their 

productivity as long as work does not require putting in more effort. Such attitudes lead 

to the deterioration in the type and quality of services offered by the government sector, 

and affects the efficacy of training. This problem in the Kuwaiti labour market can be 

solved by introducing competition within the system.

The main problem in the current Kuwaiti labour market is that it suffers from imbalance 

in the labour force and there is no competition between the private and public sector for 

labour because each sector has its own type of workforce and uses its own reward system. 

The government sector is governed by laws and regulations, and provides a system of 

rewards that does not differentiate between the quality and skill levels of employees. 

However, the private sector is dominated by the expatriate labour, which receives low 

salaries, and the obscurity of the laws and regulations which govern the relation between 

the employee and the employer (private labour law). Furthermore, the majority of the 

expatriate manpower does not have high qualifications (the number of workers with 

intermediate stage level and below is around 600,000) (Ministry of Planning, 2004). The 

majority of the national manpower in the private sector is managers, engaged in 

investment or license holders. The two groups are different in terms of education levels, 

status and professions. Therefore one is not comparing like with like in order to stimulate 

the labour market through competitive mechanisms. Competition can be effective when 

the resources are scarce and are differently priced. In Kuwait there is plenty of cheap 

foreign labour and plenty of expensive national labour.
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8.5.3. Future Plans of the State Officials and Decision-makers to Deal with the 

Problems of the Labour Market

As reported in the previous chapter, in the context of future plans to deal with the 

problems of the labour market, the respondents gave their own responses based on their 

experiences and specializations. For instance, the Minister of Education expressed the 

view that he would diversify educational outputs, update educational programmes and 

utilize modern technology. In particular, he emphasized on the diversification of the 

secondary education so that vocational schools are built for crafts and industries. At the 

level of higher education, he talked about closing some of the departments whose 

graduates have little chance of finding jobs, particularly in the government sector, which 

is no longer capable of recruiting them. On the other hand the chairman of the Civil 

Service Commission talked about restructuring the labour force in the labour market, 

particularly encouraging the national manpower to join the private sector. The chairman 

of the National Assembly’s Educational Committee, however, talked about creating a 

favourable atmosphere to make teaching a more attractive job to the Kuwaitis.

From the above discussion it is clear that while the Minister of Education dealt with a 

number of issues related to diversification of the output of the public education system, 

the chairman of the Civil Service Commission emphasized on the importance of 

motivating nationals to join the private sector. As for the chairman of the National 

Assembly’s Educational Committee, he seemed to be satisfied with his present legislative
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and supervisory role, and he did not refer to any initiatives or plans at the government 

level to which the National Assembly can pursue. This situation reflects a lack of a 

common understanding and a lack of joint solutions to a difficult problem facing the 

country. The review of experiences of other countries such as Malaysia, China and 

Uganda, discussed in Chapter 5, show that labour market problems were dealt with 

through integrated planning at the state level between all those concerned. There was 

coordination of efforts between educational bodies, the labour market and government 

and private institutions, which culminated in a nation-wide plan for linking education to 

the labour market demands. For Kuwait, the situation is different as can be seen from the 

replies of the government officials and decision makers. The Minister of Education and 

the Chairman of the Civil Service Commission have their different visions and each one 

wants to implement them his own way. This is likely to cause a clash between the two 

institutions and to create more problems than solutions to the current labour market 

conditions.

8.5.4. Summary of Issues Related to Question 4

The above discussion is an attempt to ascertain if the state officials in the country have a 

clear plan and vision to tackle the problems of higher education and the labour market in 

Kuwait. The analysis showed that different government officials and decision-makers 

viewed the issue from their own perspectives and had different solutions to the problem. 

Not only was a proper understanding of a difficult problem seem not to exist, but also the 

knowledge about any future plans was found to be vague and limited. This situation leads
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one to conclude that the government does not have a clear and comprehensive vision on 

how to remove the imbalances prevalent in the country’s education system and the labour 

market.

8.6. Conclusion

Although the history of Kuwait shows that the education system was established to meet 

the current economic and labour market needs of the country, the situation now is very 

different. There is a consensus among the different stakeholders that the quality of higher 

education graduates in Kuwait has deteriorated and is unable to meet the changing needs 

of the labour market. This study has found that a number of factors have contributed to 

this problem. One of the main factors is that education in Kuwait has no clear objectives 

and that the syllabus in not consistent with the social and economic needs of the society. 

In addition, the Kuwaiti educational institutions suffer from excessive bureaucracy and 

are under immense political pressures, which have adversely affected their outcomes. It 

has been also found that the Kuwaiti graduates stay away from competitive working 

conditions that prevail in the private sector, which is an indication of the low quality of 

graduates. Education officials admit that their graduates are not ready to join the private 

labour market. In contrast, the government sector, where productivity and job quality is 

relatively low, is open for all graduates. Kuwaiti graduates prefer jobs in the government 

sector where a high salary and job security is guaranteed. The lack of interest among
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Kuwaiti graduates in joining the private sector has led to the dominance of expatriates in 

that sector.

It has been also concluded that the courses taught in the higher education institutions did 

not serve the needs of the labour market. This is mainly because the educational 

authorities believed that their role was not to serve the labour market but to produce 

generally educated people. For instance, they did not care about communicating with 

public and private sector employers in order to properly understand the needs of the 

labour market. The process of communication between Kuwait University and public 

sector authorities (employers) was limited to mailing and receiving a request form each 

year. This approach is far from a real assessment of human resources planning at the 

national level. There is no clear strategy between the educational authorities and market 

officials to deal with the problems of education and the labour market. In fact, there is no 

interaction between the two stakeholders. The problem of a lack of communication is not 

only between educational and labour officials, it is at all levels and in the different sectors 

of the economy. For example, at the national level, the decision makers who are 

responsible for education and the labour market do not have clear understanding about 

the labour market and its relation with the education system. They do not have clear 

vision and specific action plans that can be implemented and evaluated.

Another factor that has contributed to the low quality of graduates is that students rarely 

study subjects that interest them. In this context, it was observed that Kuwaiti families 

play an important role in defining the future of their children. The role of the students in
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defining their eareer prospeets is influenced by the parents’ choice. As a result of family 

interference, students end-up studying a speciality in which they have little interest. Later 

on, those students work in areas for which they are not prepared. In addition to family 

interference, another factor that contributes to the lack of interest in the subject is the 

admission policy of KU and PAAET, whereby due to limited spaces students who secure 

high marks in secondary school examination get admission to medicine and engineering, 

but those with relatively low marks have a very limited choice of subject.

This study has also highlighted that one of the main factors that contribute to the lack of 

any relationship between what a student studies in KU and/or PAAET and labour market 

needs is the existence of Wasta (connections) in the Kuwaiti society. Students depend on 

Wasta to secure jobs in government organizations. The over-reliance on the use of Wasta 

has contributed to the deterioration of the quality of the graduates and their indifference 

towards benefiting from their higher education. This situation has had negative effects on 

the quality of services provided by the government sector because of the poor quality of 

graduates who get access through Wasta to work in the public sector. The use of Wasta 

also has negative effects on the role of the legislative authority (the National Assembly), 

where the efforts of the members have been very often to mediate for their voters in 

government organizations and come closer to the government at the expense of planning 

and legislating for the future development of the people and community.
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I he discussion ot the above findings is expected to make a significant contribution to the 

understanding ot the relationship between higher education and the labour market in 

Kuwait, as explained in the next chapter.
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CHAPTER NINE

SUMMARY AND CONCLUSION

9.1. Summary

Before the discovery ot oil, education in Kuwait, similar to the economy of the 

country, was relatively under-developed. The government of Kuwait is deeply 

indebted to the oil, which enabled it to spend generously on education and its 

development, and this was reflected in an increasing interest in expanding the 

education sector. The government of Kuwait has been committed to such initiatives, 

thinking that education would be instrumental in developing the social and economic 

life ot its citizens. Nevertheless, the current study has shown that despite continuous 

investments in education the expected outcomes have not been materialised.

In Kuwait there are several types of education, ranging from academic to vocational, 

but this study has shown that there is no integration or coordination between them. It 

seems, therefore, that developing the needed manpower has not depended on a well- 

coordinated education system. There are significant differences between the 

university of Kuwait (KU) education and that o f the Public Authority for Applied 

Education and Training (PAAET) but both of them suffers from bureaucracy and the 

influence of social factors and political bodies.

The dramatic pace of social change and financial abundance led some Kuwaitis to 

look down on productive work and compete lor high positions in government, in 

addition to boasting over getting high qualifications with no due attention to the actual 

needs of the labour market. As a result, some Kuwaiti citizens have found themselves
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unable to get jobs in the governmental sector and at the same time unfit or not suitable 

for jobs in the private sector.

The use of “Wasta" (connections, mediation or favouritism) still constitutes one way 

of violating the laws and hindering developments in the governmental administrative 

system. It is also likely to cause a misdistribution of manpower in the labour market. 

Wasta is known to put unsuitable people in places that they do not deserve. 

Unfortunately, the intensity of this practice is retlected in all aspects of life to a great 

extent. The most affected is the public sector which is described as a safe and secure 

place for lazy jobs and good pay. The young Kuwaitis use the wasta to join the 

government sector and enjoy the best payment without having to work up to any level 

of satisfaction. Therefore there has always been a mismatch between the potentialities 

of Kuwaiti employees and the requirements of the labour market. There is a real gap 

and imbalance between the number of Kuwaitis and non-Kuwaitis in the labour 

market. There is a surplus o f Kuwaitis in the public sector compared to non-Kuwaitis 

and the situation is the opposite in the private sector where the non-Kuwaitis make 

more than 90 percent of the workforce.

The above-mentioned issues are partly the outcomes of social, economic and political 

factors. The social norms and inherited values among Kuwaitis have had significant 

effects on the efforts and plans of government to improve the relation between the 

labour market and the education system. For example, the parents force their children 

to join the government sector even if they have to wait for a long time or have to 

resort to the use of W asta. Also, the political system and nature of relation between 

the parliament and the government have influenced the development plans and the
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implementation of government policies on the labour market and education system. It 

seems that the members o f the Kuwait Parliament have sometimes hindered rather 

than encouraged efforts to improve the relationship between the labour market and the 

higher education system. Moreover, the wealth created by the high oil revenues has 

made some Kuwaitis look down manual and productive jobs o f the economy. Phis 

attitude has led to an imbalance in the labour market between Kuwaitis in government 

and administrative jobs and non-Kuwaitis in skilled and productive jobs in the private 

sector.

Although the above are some of the problems of the current conditions of the labour 

market and higher education in Kuwait, there are some positive factors which could 

and hopefully will make the Kuwaiti government able to overcome the problems that 

have been encountered so far. For example:

F inancial abundance: The financial status at both the individual and the 

governmental levels is good as high oil revenues give reassurances to the government 

with respect to the economic conditions. Therefore, there are no impending drastic 

changes to be taken in the field of education or the policies governing the labour 

market at least in the short and medium terms. Monthly incomes in Kuwait are still 

high and there are no possible threats of jobs uncertainty at least in the near future. 

The healthy economic condition of Kuwait is expected to lead to more creation of 

jobs with good salaries and incentives in the future.

Growth in priva te  educational institutions: The first private university was opened in 

2004 and another one followed in the same year. The third university was opened in
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the autumn of 2005. These universities are expected to produce new batches of keen 

graduates who are likely to join the labour market effectively. This step will promote 

competitiveness with governmental higher education institutions. This will also push 

forward the quality and lead to changes in the attitudes of society towards education 

and its importance for the individual as well as for the country. This is still an issue at 

stake because such universities are still at the beginning and their outcomes are too 

early to assess.

Introducing labour m igration polic ies to control the f lo w  o f  non-K uw aitis labour

force: The cabinet decree defining the percentage o f national workforce in non­

governmental institutions, issued in October 2003 (Appendix 2) was meant to find a 

direct remedy by introducing national workforce into the productive sectors. This step 

was expected to force private sector companies to recruit Kuwaitis. It was suggested 

that the Kuwaitis who under-perform can either be replaced by other Kuwaitis or be 

trained to improve their standards. It was recommended that private sector employers 

should consider training and retraining rather than replacing their employees because 

the government was committed to participate in developing Kuwaiti employees in the 

private sector by up to 50% of training expenses (Appendix 2).

Before discussing to the main recommendations of the study, which include the 

implementation of the above, it is important to go back to chapter one and revisit the 

research objectives of the study to see the extent to which they have been achieved. In 

the next section, each of the research objectives is reconsidered.
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9.2. Reconsideration of the Research Objectives

The general purpose of this research was to investigate the relationship between 

higher education and the labour market in Kuwait. The specific objectives were:

• To explore the views an d  thoughts o f  labour m arket officials in both the pu blic  

an d  priva te  sectors on the standards an d  levels o f  K uw aiti h igher education  

graduates , and to determ ine the extent to which there is a balance between the  

skills o f  the h igher education graduates an d  th e labour m arket needs. This 

objective has included the private and public sectors and involved students of both 

Kuwait University (KU) and Public Authority for Applied Education and Training 

(PAAET). The objective has been met and it has been concluded that both the 

public (government) and the private sector employers were not satisfied with the 

standards of the Kuwaiti graduates working for them. It confirms that the Kuwaiti 

graduates are not meeting the needs of the labour market. It is also concluded that 

work experience and vocational training are considered by both type of employers 

to be important tools for generating the skills needed for the labour market.

• To discover the percep tion s o f  h igher education officials an d  their satisfaction  

with the skills and know ledge offered by their institu tions, and their  

understanding o f  the nature o f  the relation between their institu tions and the  

labour market. This objective was related to the attitudes of higher education 

officials in both Kuwait University and Public Authority for Applied Education 

and Training in teaching, and how they look to the nature of the relations between 

their institutions and the labour market. The objective has been met as the study
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has established that the responses of higher education officials came in agreement 

with the theories of education and development (See Favennec (1996), Lee 

(1998), Lewy (1991) and Husen (1994) which argue that academic education is 

not directly related to the labour market. Academic education is expected to be 

general in nature and therefore less likely to be responsive to economic and 

employment pressures. Vocational education, however, was also confirmed to be 

employment oriented and it contains subjects driven by labour market needs. This 

is the perception of Kuwaiti officials as it is that of most of the literature on 

vocational education and training.

• To understand the nature o f  com m unication between h igher education officials  

an d  the labour m arket. This objective includes how the labour market deals with 

higher education regarding its human resources needs, and the tools used by 

higher education officials to implement its admission policy. The objective has 

been met as the research findings indicate that there is a misunderstanding of the 

importance of communication between the labour market and the higher education 

institutions (KU and PAAET). Both KU and PAAET do not have a clear strategy 

to assess the real needs for trained and educated human resources to the labour 

market. Education, including KU and PAAET, comes under the umbrella of the 

government where politics and bureaucracy force KU and PAAET to change their 

strategies and cancel their plans according to regulations from the decision­

makers. The problem is that those regulating the education system are not 

specialised in education and their actions come as a reaction to political or social 

pressures from the house of parliament and families of students and graduates.
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• To ascertain the decision-m akers ’ understanding o f  the problem s o f  the labour  

m arket and h igher education in the country , and their p lan s and strategies to  

deal with the challenges. This objective includes discovering the plans and 

strategies to deal with manpower planning and management, and how they 

understand the relation between various public and private sector organizations to 

improve the standards of Kuwaiti labour force. The objective has been met and it 

has been concluded that the responses of the decision-makers on the state level 

were not promising. They were not able to understand the problems of the labour 

market. There was no common understanding to the problems of the labour 

market. The respondents’ future plans or their thoughts regarding Kuwaiti young 

people entering the education system or graduating to the labour market are still 

humble and below expectations.

9.3. Contribution of the study to knowledge

Since the researcher believes and is satisfied that the research objectives of this study 

have been met it can be claimed that the study has made some contribution to 

knowledge in theory and practice. However, as it has been argued in the research 

methods literature what can be seen as a contribution to knowledge is always relative. 

According to Philips and Pugh (1976) the “original contribution to knowledge” is a 

very shared term: it does not mean an enormous breakthrough which has the subject 

rocking on its foundation, rather it demonstrates that you have a good grasp of how 

research is normally done in your area. Contribution to knowledge could be displayed 

in four areas: developing a concept or methodology; thinking critically about your 

approach; building an existing study; and being prepared to change direction. This
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research has contributed to the understanding of higher education and the labour 

market in Kuwait in theory and in practice in order to make recommendations for 

future improvements. The main contribution can be summarised as follows:

Theoretical

1. So far, most of the studies the researcher have read on education in general and 

higher education in particular and the labour market in Kuwait were carried out as 

consultancy reports by state-appointed education specialists from within the 

government apparatus. They focused on curriculum design, the number of schools 

needed and the standard and number o f teachers required. Other studies focused on 

the economic side of education in terms of cost and benefits to the Ministry o f 

Education with little consideration o f the link between education and the labour 

market or on the development of human resources for the future development o f the 

country. This study is the first, to the best o f researcher’s knowledge, to attempt to 

understand the link between education and the labour market by taking into 

consideration the views of all the stakeholders, from the state officials and decision­

makers to the employers of public and private sector organizations, and to the 

employees as graduates and final year students as the graduating future employees.

2. The study has brought in the concept of ‘Development’ in the equation between 

education and the labour market. It has been argued that human resource 

development and the economic and social development o f a country depend on 

having a strong fit between the outcomes of the education system and the needs o f 

the labour market. This has been confirmed after reviewing the main theories o f
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development and education and discussed them in relation to the current conditions 

of higher education and labour market in Kuwait.

3. It should also noted that this is one o f the first academic studies to be written in 

English and has contributed to knowledge by providing information, discussion and 

analysis of Kuwaiti higher education and labour market to the English speaker at an 

international level. Therefore it is expected to add to the current literature on 

management education and labour market studies that researchers, academics and 

practitioners may find interesting and useful to their work.

Practical

This study identifies a number of social, economic and political problems that have

affected the education system and the labour market in Kuwait.

1. The social problem of the use of Wasta which is a wide spread social 

phenomenon with serious negative effects on the education and employment 

of Kuwaitis. It is argued that Wasta is more common in the public sector than 

in the private sector because the latter tends to use more rational and objective 

methods o f recruitment and selection, and they care more for the profitability 

of their businesses than the public sector which is heavily subsidized by the 

government and where the Kuwaitis are guaranteed jobs regardless of their 

educational achievements.

2. Economically, the huge wealth created by the oil revenues over the last three 

decades has made some Kuwaitis not willing to do non-administrative and 

non-managerial jobs. This led to a separation in the labour market between the
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Kuwaitis in mainly the government sector and the non-Kuwaitis in productive 

and skilled jobs in mainly the private sector.

3. Politically, the study has found that the education system suffers from 

excessive bureaucratic procedures and political pressures influenced by 

personal interests from a conflict between the members of the Mouse of 

Parliament and those in government. The study has confirmed that there is a 

lack of strategic thinking from the top, a lack o f communication between the 

stakeholders and those concerned, and a lack of integration between the 

different sectors of the economy, including the labour market.

9.4. Implication of the research

This study is expected to have wider implication on the operations of the education 

system and the labour market in Kuwait. It is expected to benefit the decision makers, 

higher education officials, parents of students, employers, students, employees and 

this researcher (also other researchers), as follows:

D ecision-m akers: to draw their attention to the importance of having a vision for the 

future of Kuwait’s labour market, o f making strategies and plans for solving the 

problems of education and the labour market, and of communicating and working 

with all concerned in order to improve and enable the education system to produce 

graduates with the knowledge and skills required for the development of the country 

and not to depend on the importation of foreign labour.

H igher education officials: to help them to understand the role of education in 

developing the future workforce and to alert them to the need to be more creative and
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innovative in their curriculum design, admission procedures and the employment and 

development of their administrative and academic staff. Also to know that Kuwait has 

its own characteristics which needs more consideration to the nature of the people and 

the requirements of the labour market.

Parents o f  students: This study proved that the parents’ wishes might not be in favour 

of their children’s career development. This finding can be used to warn parents that 

their interference might negatively affect the future of their children because of the 

vast changes in the labour market, and the difference between their wishes and the 

abilities o f their children.

Em ployers: This study provides some guidance to employers on their graduate 

recruitment and selection policies, especially in government sector which seem to be 

having serious problems in getting the right type of employees. All employers will 

find this study useful as it helps them to improve their employment policies and 

practices and to understand the need for working closer with the higher education 

institutions.

Researcher: The researcher has learnt from many things from doing this research. 

The experience has been invaluable in terms of developing my research skills and 

understanding the subject area. The study has broadened by horizons to better explore 

and understand the theory and practice of the labour market in general and how 

education is related to the labour market in Kuwait. Through the laborious process of 

reviewing the relevant literature, collecting secondary and first hand data, and 

analysing and discussing the research findings the researcher has learnt a great deal
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and is in the position to make some recommendations for the future improvement of 

the relationship between the education system and the labour market in Kuwait, as 

stated in the next section.

9.5. Recommendations

In the light of the research findings and the discussion provided in chapters seven and 

eight and after considering the research objectives and the implications of the study, 

the following suggestions and recommendations can be made:

1. Providing a database on labour and other economic activities to help decision­

makers to identify the problems of the labour market. This can be through a national 

plan lead by the Ministry of Planning in order to make sure that all the needed data 

are available in the best quality and in time to allow labour market users and 

education specialists to analyse and come up with plans for the future development of 

the country

2. The government has to define its vision about the labour market and the major 

economic activities to be stressed in the future. This will help higher education bodies 

draw up their strategies. This is very important for the education institutions to know 

where the direction of the country's economic plan is in order to put the curriculum 

and the education plans and then convince young people to join higher education 

because there will be better job opportunities for them in the labour market.
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3. New laws need to be introduced in order to encourage the recruitment of nationals 

by private sector employers, to reduce the over reliance on the public sector for 

guaranteed employment, and to combat the use of Wasta in rewarding people with 

jobs that they do not deserve or they cannot do effectively. The actions to be taken 

can be put in steps. The first step is to review all the regulations related to labour and 

then amend them or introduce new regulations that meet the needs of the people and 

protect the interests of the country.

4. Applying restrictions on the recruitment of foreign manpower, especially those 

with qualifications already available in Kuwait. This is through the use of the labour 

market data and the forecasting of the economic demands and developments in one 

hand, and the quality and quantity of the higher education graduates in the other hand. 

The authorities of the Ministry of Interior have to control the flow of non-Kuwaitis 

and introduce specific quotas for certain skills and professions that are not available in 

the country. There should be an annual review of the system in order to control the 

supply and demand for labour as required by the needs of the economy.

5. The system of higher education has to be reviewed with the view to make it directly 

related in the provision o f its courses to the needs of the labour market. More private 

universities and colleges of higher and further education, especially those providing 

vocational education, should be allowed to open and compete freely with the public 

sector institutions because the competition will lead to better quality courses and well- 

qualified graduates for the labour market.

214



9.6. Limitations of the study

This study was able to address the research problem, to meet the research objectives, 

and to answer the research questions but one cannot claim, as in any research, that the 

study is immune or free from any problems and limitations. The main limitations of 

this study are as follows:

• All documents in Kuwait were written in Arabic. The researcher had to collect data, 

translate them into English and compare it again to the real Arabic data. This 

process might have led to the problem of researcher bias or to the wrong 

interpretation of the text. However the use of an independent reviewer and 

experienced translator has provided assurances for the validity of the documents and 

the data used.

• Most of the statistical data were from the 2001 national census and it was not 

possible to get hold of recent national statistics. With the progress and development 

o f the study and because of the longer duration of the study the researcher had to 

collect another recent data in 2003 and 2004 from the same authorities and 

institutions, which was in the expense of the time and effort of the researcher.

• The research sample was quite small but the State of Kuwait is also one of the 

smallest countries in the world. Therefore the sample is methodologically 

significant but perhaps more students and more employees should have been 

included if more time was available.
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• Some interviewees were answering the questions politieally and not giving the right 

answers. Decision-makers (government officials), especially, did not give straight 

answers in spite of the insistence of the researcher. It was possible to cross- 

reference their answers with those of other respondents and with the documentary 

data to get a clearer view of the issue being investigated.

9.7. Proposals for Further Research

The current study has approached a set of indicators and unveiled a number of issues 

regarding higher education and the labour market in Kuwait. This is not the end, and 

there should be further studies to contribute to this effort by providing solutions for 

the labour market and higher education in the State of Kuwait. The following 

proposals can be put forward:

R eplacem ent o f  non-K uw aiti m anpow er

This proposed study invites higher education institutions to assess their actual 

potential of educational bodies to drive the efficiencies and skills expected to replace 

non-Kuwaiti manpower. This proposed study requires the identification of the 

requirements of the private sector in the first place and the location of non-Kuwaiti 

manpower whose qualifications may be provided by the educational bodies in Kuwait. 

Later comes the proposal for creating a term mechanism for the replacement process. 

Such a study requires relevant data on the labour market in Kuwait. The importance 

of this study derives from suggesting a mechanism by which graduates can get jobs in

216



the private sector. This is regarded as a better investment of human capital with better 

returns for educational efforts.

Socia l conditions an d  their effect on the labour m arket

This study is supposed to investigate a number of impediments in Kuwaiti society in 

relation to the labour market. How were they acquired and what are their negative 

effects on both the labour market and the Kuwaiti graduates? The suggested study 

may draw on the positive Islamic social norms and values, which would be helpful in 

solving all problems, including social and economic ones. This proposed study would 

be a comparative one where some of the social relations and traditional norms are 

classified and studied. Such relations and norms like attitudes to work, consuming 

habits, Kuwaiti family preferred education and justifications for that, and marriages 

between Kuwaitis and so on will be correlated and compared in relation to socio­

economic indicators such as employment levels, type of professions, salaries and 

other rewards, economic growth levels, and so on.

If conducted properly, these studies will complement and further enhance the 

contribution that this study has made to knowledge in theory and practice, and will 

have wider socio-economic, organizational and political implications in Kuwait and in 

other similar countries.
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Appendix 1: Questions of Interviews

Employers

1. H ow  w o u ld  yo u  eva lu a te  the sta n d a rd s o f  g ra du a tes jo in in g  jo b s  under yo u r  

su pervision ?  What d o es higher education  p ro v id e  them w ith ?

2. In y o u r  opin ion , w hat would im prove the work prospects an d  perform ance o f  

an em ployee?

3. H ow  d id  the graduates gain skills (from  education or work experience)? Was 

th is adequate?

4. Which departm ents do yo u  th ink are able to help in im proving the level o f  

students ’ education ?

5. W hat do yo u  th ink the criterion o f  em ployees in the pu b lic  an d  priva te  sectors?

6. The question that was asked to public and private sector employees as well as 

government officials was: H ow  w o u ld  yo u  eva lua te  the stan dards o f  g radu a tes  

jo in in g  jo b s  under y o u r  supervision ? What d o es h igher education  p ro v id e  them  

with?

7. W hat k in d  o f  com m unication exists between yo u  and h igher education  

(regarding graduates)?  H ow ?

8. H ow co u ld  edu ca tion  be ch an ged  to b e tter  p rep a re  gradu a tes f o r  the labou r  

m arket?
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Higher Education Officials (Deans of KU and PAAET)

1. D o yo u  think that y o u r  gradu a tes are rea d y  to en ter the labou r m arket? Why o r  

why not?

2. To what exten t do yo u  f e e l  it is the duty o f  the C ollege/ U niversity to prepare  

students f o r  the work place?

3. W hat are the o ther aim s o f  education , and what are the m ost im portant o f  

them ?

4. W hat do yo u  th ink that education system  needs to do in order to m atch the  

needs o f  the labour m arket?

5. What do  yo u  think the criterion  o f  em ployees in the p u b lic  a n d  p r iva te  sectors?

6. W hat k in d  o f  com m unication do yo u  have with the labour m arket?

7. H ow  co u ld  education  be ch anged  to be tter  p rep a re  gra d u a tes  f o r  the labou r  

m arket?

Final yeas students in KU and PAAET

1. W hat do yo u  th ink the criterion o f  em ployees in the pu b lic  an d  p riva te  sectors?

2. W here do y o u  w ant to work? Why?

3. where does y o u r  fa m ily  want yo u  to go?  W hat do yo u  th ink? Why?

4. W here do yo u  th ink is the appropriate p lace  f o r  you  to w ork? Why? H ow  are  

yo u  go in g  to jo in  it?

5. D escribe the labour m arket as yo u  see it? W hat do yo u  expect to f in d ?

6. D o y o u  know  the advantages an d  disadvantages o f  the labour m arket 

(governm ent an d  priva te)?  P lease say w hat they are?
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7. H ow cou ld  edu ca tion  be ch anged  to be tter  p rep a re  gra d u a tes  fo r  the labou r

m arket?

Employees

1. IIow w ou ld  yo u  eva lua te  the s tan dards o f  g ra du a tes jo in in g  jo b s  under yo u r  

su p ervis io n ?

2. What does h igher education  p ro v id e  them  with?

3. H ow d id  the graduates gain  skills (from  education or work experience)?  Was 

th is adequate?

4. W hat is the relation between what y o u  have stu d ied  an d  what yo u  are doing  

now?

5. W hat do yo u  th ink the criterion o f  em ployees in the pu b lic  an d  priva te  sectors?

6. H ow co u ld  edu ca tion  be chan ged  to b e tter  p rep a re  gra d u a tes  fo r  the labou r  

m arket?

Policy makers

1. What do yo u  think the criterion  o f  em ployees in the p u b lic  a n d  p r iv a te  sectors?

2. What k ind  o f  com m unication  exists betw een  yo u  a n d  h igher education  (regard in g  

gradu a tes)?  H ow ?

3. With whom  do  y o u  co -opera te  to accom plish  y o u r  nation al labou r p la n s?  H ow ?  

When?

4. H ow do yo u  eva lu a te  the nature o f  the labou r m arket?

5. What are y o u r  fu tu re  p la n s  in respon se to the curren t labou r m arket p rob lem s?

6. H ow co u ld  education  be ch anged  to be tter  p rep a re  g ra du a tes fo r  the labour

m arket?



Appendix 2: The national decree (19/2000) to support Kuwaitis to join 

the private sector (Arabic) and An English presentation of the role of 

Manpower and Government Restructuring Programme (MGRP) to

implement this decree
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4J I.̂ a II 4_xjAikJlj 4_Lat_xll (_£^jill 2)J) \ >>i £j a  4j1| 4 I t  -s. t j j ^ l l  j_jjj1 ^a J ' ^ <4
• 4 _ j] \ j] |  0 J j £ . } a 1| O^Lftil ^ gjl i at ■ >»*<

j a t £ j J SI j LuiaII Iaj l A J j i j j  4 x j l l a j  4 ^ ila -< J l d i l ^ a J l  ^  4 _ i i L j ] |  4 l « l * J l  < _ £ j i l l  ^ l - l k i y  Cit-LuiLijui £ j J a j  -0

. ^ j j i L l j A l l  £ J A a .  ^jaa

4oujUa1I jilja J l j J j l i j  4aila_j]l lialxit <_£jJtll J a i J j j  LSlo  4ja jla J l jjc  uLilcUaill *<' ^j]| ^Jiill £jJbj 

4lal*j| ji]| tg jin (Jutv i (^ill (jjjla J lj U  j^ ll ^  tu Vi 11 (JaSLi Lajj i 1*11* alA i  ̂/w t

.C jI^ J! -̂xaa.
^  ^ U aJI J a*]I (j-aj3J 4jai1u1I CjLuuuij-ail CiU.jik-« j j j  Jja^oill J )  ^ 1  Cil jl> V ' ibaJll -2

O 'j^  Ut*-^ 4Sal*ll Cjl^aJlj 4jajSLaJl daljbV ' j  Cal j l  jjlla  L_aiijail ^Uaj -3

,4_1JAa1| 4-a.̂ 4.tt
J ^ A  4 - j l l a j J l  4 l a U J l  J X a . )  J a J a a .  j u i j j  ^  L u  4 J L « U ] I  ,j j i a l l  4 j l i£ j j  (Jj ĵuj 4 j 1 *1 < J| d l u t l i u J l  ^ 1  j j SI - 4
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1 5  SjUII
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State of Kuwait

Manpower and Government Restructuring Programme

Kuwaitization as a Challenging Process

Law No. 19
• After a long legislative battle: Law No. 19 for 2000 stipulates:

-  G overnm ent jo b s  are not a va ila b le  to a ll a n d  the num ber o f  children to 

which a llow an ce  is g iven  is now c a p p ed  at 5.

-  S ocia l a n d  ch ild  a llow an ces are p a id  to  som e, but not all, K uw aiti 

nationals who w ork  in the p r iv a te  sector.

Workforce Restructuring Tools
• Payment of social and child allowance.

• Council of Ministers determining the numbers and percentage of Kuwaiti 

nationals in business sectors/industries/positions.

• Severe financial penalties for not committing to the designated percentages.

• Government covering a percentage of the cost of training Kuwaiti nationals in 

the private sector.

• Unemployment allowance is for a limited period and is based on proof of 

continuing an active search for employment in the private sector.

• Creation of a national database containing all job openings in the country.

• Advertise in newspapers the availability of jobs in government agencies and 

companies with government majority ownership.

• Authorize the Manpower and Government Restructuring Program to inquire 

about HR issues in the private sector.

Implementation Challenges
• Psychological barrier

• Mistrust o f government

241



• Private sector labor law

• Agency lacking resources

The Future
• MGRP Vision:

-  Turning the flow  o f  K u w aiti nationals a w a y  from  p u b lic  sec to r

em ploym ent to w a rd  the m ore pro d u c tive  p r iv a te  sec to r  an d  reach ing  fu ll 

em ploym ent o f  nation al workforce.

Lines of Business
• Legislation

-  P riva te  S ec tor L abor L aw

-  A m endm ent to N ation a l E m ploym ent L aw  No. 19, Supportin g  an d  

E ncou raging  K u w aitis to W ork in N on -G overnm ent Agencies.

• Employment Restructuring Policies

-  L aw  19: C ouncil o f  M in ister estab lish es the p ercen ta g e  o f  K u w aiti 

n ation a ls em ployed.

-  L aw  19: G overnm ent ten ders a n d  con trac ts  w ith h eld  fro m  com panies  

fa ilin g  to com m it to es ta b lish ed  percen tage.

-  E stab lish  an accurate baseline o f  the num bers o f  K u w aitis  w orking  in the 

p r iv a te  sec to r  in term s o f  sector, industry, en terprise  a n d  jo b .

• Employment Restructuring Policies

-  S tart w ith  the current p ercen ta g es  o f  K u w aitis  w orking in the p r iv a te  

se c to r  when issu ing decrees.

-  C on struction  o f  a  nation al w orkforce d a ta b a se  con sistin g  o f  inform ation  

on the num ber a n d  p ercen ta g e  o f  K u w aitis  w orking  in the p r iva te  sector.

• Information System: we expect to sign a contract shortly with an IT firm to 

establish an information system capable of:

-  M ain ta in ing  a ll em ploym ent databases.
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-  L isting a ll jo b  opportu n ities on the internet.

-  A ccess to a ll a g en cy  departm en ts on a  need-to-know  basis.

-  Link to o ther govern m en t agencies.

-  A ssessm ent by  organ iza tion s that a ssis t in recru iting  K u w aitis  in the 

p riva te  sector.

• Labor Market Analysis

-  A n alysis a n d  fo reca sts  o f  la b o r su pp ly  a n d  demand.

-  A n alysis o f  the cou n try's  w age structure  a n d  p ro d u c tiv ity  levels.

-  D evelopm ent o f  la b o r  m arket g ro w th  indicators.

• Institutional Frameworks: to develop the agency’s capability as an internet- 

based government agency:

-  O rgan iza tion  structures

-  O rgan iza tion a l perform an ce in d ica tors

-  H uman resou rce developm en t a n d  tra in in g

-  M anagem ent inform ation system

-  O pera tin g  p o lic ie s , w orking  p ro ced u res  a n d  organ iza tion  m anuals.

• Award Programs

-  B usiness en terprises that have em p lo yed  the m ost K u w aitis  on a  yea r-to -  

y e a r  basis.

-  R ecruitm ent agen cies that have p la c e d  the la rgest num ber o f  K u w aiti 

citizen s in p r iv a te  sec to r  p o s itio n s  on a  y e a r- to -y e a r  basis.

• Training System

-  Change a ttitu des reg a rd in g  em ploym ent in the p r iva te  sector.

-  F urther d eve lo p  skills.

-  D evelop  jo b  seekers know ledge abou t fin d in g  a  jo b  in the p r iva te  sector.

-  P erso n a l developm en t skills.

-  Technical a n d  w o rk  specific  skills.
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• Training System:

-  Training of Kuwaiti nationals as specified by Law No. 19:

"The govern m ent w ill p a r tic ip a te  in the developm ent o f  a  national w orkforce em p lo yed  

in the p r iva te  sec to r  through coverin g  a p ercen ta g e  o f  tra in ing  costs a cco rd in g  to the 

regu la tion s a n d  conditions e sta b lish ed  b y  the C iv il Service  C ouncil ”

• Funding System

-  A new 2 .5 %  annual tax on net-profits fo r  a ll com pan ies reg is te red  in the 

K uw ait S tock  Exchange.

-  Increased  fee s  fo r  issuing an d /or ren ew in g  com m ercial, in du stria l an d  

voca tion a l licenses.

-  In creased  fees  fo r  w ork  p erm its  fo r  expatria te  human resou rces in 

com petition  w ith  K uw aitis fo r  jo b s  in the p r iva te  sector.

• Media and Communication Plan

• Attitudes:

• Job Seeker: govern m ent not seriou s when it sa ys  there are no 

m ore jo b s  in the p u b lic  sector.

• B usiness O w ners: negative p ercep tio n  o f  the q u a lity  o f  K u w aiti 

workers.

• G en era l Public: skeptica l.

• Developing the Roles of Labor Unions

-  Sufficient p ro tec tio n  p ro v id e d  by  law.

-  A p ro g ress ive  grievan ce  procedu re.

-  A u th oriza tion  to negotia te  w ith  m anagem ent through co llective  

agreem en t (w ages, w orking  hours... etc).
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Indicators of Success

-  R educed  unem ploym ent

-  Increased  em ploym ent rate  in p r iva te  sec to r

-  Increased  em ploym ent duration

-  Increased  em ploym ent ra te  fo r  wom en

-  In creased  tra in ing  expenditures

-  R educed  g a p  betw een  su pp ly  a n d  dem an d

Closing Thoughts

• In Kuwait, some examples of what we perceive to be MGRP greatest potential 

growth areas are:

-  T echnological D eepen ing

-  F inancial C en ter

-  A sset M anagem ent

-  R e-exporting

-  Inform ation Technology
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A p p e n d i x  3 :  K u w a i t  c o n s t i t u t i o n

|Prcamble|

I'1 name oi Allah. t he Beneficent, the Merciful. We, Abdullah al-Salim al-Sabah,

Amir of the State of Kuwait, desiring to use the means of democratic rule for our dear Country: and, having faith in 

the lole of this Country in furthering Arab nationalism and the promotion of world peace and human civilization; and, 

striving towards a better future in which the Country enjoys greater prosperity and higher international standing, and 

in which also the citizens are provided with more political freedom, equality, and social justice, a future which 

upholds the traditions inherent in the Arab nation by enhancing the dignity of the individual, safeguarding public 

interest, and applying consultative rule yet maintaining the unity and stability of the Country; and. I having considered 

Law Number I of 1962 concerning the system of Government during the period of transition; and, upon the resolution 

of the Constituent Assembly: do hereby approve this Constitution and promulgate it.

Part 1 The State and System of Government 

Article I (Sovereignty, Territorial Integrity]

Kuwait is an Arab State, independent and fully sovereign. Neither its sovereignty nor any part of its territory may be 

relinquished. The people of Kuwait is a part of the Arab Nation.

Article 2 |State Religion]

I he religion of the State is Islam, and the Islamic Sharia shall be a main source of legislation.

Article 3 |Official Language!

The official language of the State is Arabic.

Article 4 |!Monarchy|

(1) Kuwait is a hereditary Amirate, the succession to which shall be in the descendants of the late Mubarak al-Sabah.

(2) The Heir Apparent shall be designated within one year, at the latest, from the date of accession of the Amir.

(3) His designation shall be effected by an Amiri Order upon the nomination of the Amir and the approval of the 

National Assembly which shall be signified by a majarity vote of its members in a special sitting.

(4) In case no designation is achieved in accordance with the foregoing procedure, the Amir shall nominate at least 

three of the descendants of the late Mubarak al-Sabah of whom the National Assembly shall pledge allegiance to one 

as Heir Apparent.

(5) The Heir Apparent shall have attained his majority, be of sound mind, and a legitimate son of Muslim parents.

(6) A special law promulgated within one year from the date of coming into force of this Constitution shall lay down 

the other rules of succession in the Amirate. The said law shall be of a constitutional nature and therefore shall be 

capable of amendment only by the procedure prescribed for amendment of the Constitution.

Article 5 [State Symbols]

The flag, the emblem, the badges, the decorations, and the National Anthem of the State shall be specified by law. 

Article 6 [Democracy]

I he System of Government in Kuwait shall be democratic, under which sovereignty resides in the people, the source 
of all powers. Sovereiguty shall be exercised in the manner specified in this Constitution.
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P a r t  II F u n d a m e n t a l  C o n s t i t u e n t s  o f  K u w a i t i  S o c i e t y

Article 7 |State Goals|

Justice. Liberty, and Equality are the pillars of society: co-operation and mutual help are the firmest bonds between 

citizens.

Article 8 |Guardian State|

The State safeguards the pillars of Society and ensures security, tranquility, and equal opportunities for citizens.

Article 9 |Family|

The family is the corner-stone of Society. It is founded on religion, morality, and patriotism. Law shall preserve the 

integrity of the family, strengthen its ties, and protect under its support motherhood and childhood.

Article 10 |Youth Protection]

The State cares for the young and protects them from exploitation and from moral, physical, and spiritual neglect. 

Article 11 |Old Age Protection]

The State ensures aid for citizens in old age, sickness, or inability to work. It also provides them with services of 

social security, social aid, and medical care.

Article 12 |Arab Heritage]

The State safeguards the heritage of Islam and of the Arabs and contributes to the furtherance of human civilisation. 

Article 13 |Education]

Education is a fundamental requisite for the progress of society, assured and promoted by the State.

Article 14 |Science, Arts|

The State shall promote science, letters, and the arts and encourage scientific research therein.

Article 15 |Health Care]

The State cares for public health and for means of prevention and treatment of diseases and epidemics.

Article 16 |Property Rights]
Property, capital, and work are fundamental constituents of the social structure of the State and of the national wealth. 

All of them are individual rights with a social function as regulated by law.

Article 17 (Public Property]

Public property is inviolable and its protection is the duty of every citizen.
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Article 18 |Private Property, Inheritance!

( 1) Private property is inviolable. No one shall be prevented from disposing of his property except within the limits of 

the law. No property shall be expropriated except for the public benefit under the circumstances and in the manner 

specified by law, and on condition that just compensation is paid.

(2) Inheritance is a right governed by the Islamic Sharia.

Article 19 [Confiscation!

General confiscation of the property of any person shall be prohibited. Confiscation of particular property as a penalty 

may not be inflicted except by court judgment in the circumstances speeilied by law.

Article 20 [National Economy!

The national economy shall be basod on social justice. It is founded on fair co-operation between public and private 

activities. Its aim shall be economic development, increase of productivity, improvement of the standard of living, and 

achievement of prosperity for citizens, all within the limits of the law.

Article 21 |Natural Resources!

Natural resources and all revenues there from are the property of the State. It shall ensure their preservation and 

proper exploitation, due regard being given to the requirements of State security and the national economy.

Article 22 (Employment, Tenements!

Relations between employers and employees and between landlords and tenants shall be regulated by law on 

economic principles, due regard being given to the rules of social justice.

Article 23 |Banking|

The State shall encourage both co-operative activities and savings, and supervise the system of credit.

Article 24 |Taxation|

Social justice shall be the basis of taxes and public imposts.

Article 25 |State Burdens]

The State shall ensure the solidarity of society in shouldering burdens resulting from public disasters and calamities, 

and provide compensation for war damages or injuries received by any person as a result of the discharge of his 

military duties.

Article 26 |Public Office!

(1) Public office is a national service entrusted to those who hold it. Public officials, in the exercise of their duties, 

shall aim at the public interest.

(2) Aliens may not hold public offices except in the cases specified by law.



P a r t  I II  P u b l i c  R i g h t s  a n d  D u t i e s

Article 27 |Nationality!

Kuwaiti nationality is defined by law. No deprivation or withdrawal of nationality may be effected except within the 

limits prescribed by law.

Article 28 |Deportation, Return|

No Kuwaiti may be deported from Kuwait or prevented from returning thereto.

Article 29 |Equality, Human Dignity, Personal Liberty|

(1) All people are equal in human dignity and in public rights and duties before the law. without distinction to race, 

origin, language, or religion.

(2) Personal liberty is guaranteed.

Article 30

Article 31 |Arrest, Move, No Torture]

(1) No person shall be arrested, detained, searched, or compelled to reside in a specified place, nor shall the residence 

of any person or his liberty to choose his place of residence or his liberty of movement be restricted, except in 

accordance with the provisions of the law.

(2) No person shall be subjected to torture or to degrading treatment.

Article 32 |Personal Penalty)

(1) No crime and no penalty may be established except by virtue of law. and no penalty may be imposed except for 

offences committed after the relevant law has come into force.

(2) Penalty is personal.

Article 33 Article 34 |Presumption of Innocence, Right to Trial)

(1) An accused person is presumed innocent until proved guilty in a legal trial at which the necessary guarantees for 

the exercise of the right of defence are secured.

(2) The infliction of physical or moral injury on an accused person is prohibited.

Article 35 (Freedom of Religion and Belief)

Freedom of belief is absolute. The State protects the freedom of practicing religion in accordance with established 

customs, provided that it does not conflict with public policy or morals.
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A r t i c l e  3 6  | F r e e d o m  o f  O p i n i o n  a n d  E x p r e s s i o n ]

Freedom of opinion and of scientific research is guaranteed. Every person has the right to express and propagate his 

opinion verbally, in writing, or otherwise, in accordance with the conditions and procedures specified by law.

Article 37 | Freedom of the Press|

Freedom of the press, printing, and publishing is guaranteed in accordance with the conditions and manner specified 

by law.

Article 38 [Home|

Places of residence shall be inviolable. They may not be entered without the permission of their occupants except in 

the circumstances and manner speeilied by law.

Article 39 (Freedom and Secrecy of Communication!

Freedom of communication by post, telegraph, and telephone and the secrecy thereof is guaranteed; accordingly, 

censorship of communications and disclosure of their contents are not permitted except in the circumstances and 

manner specified by law.

Article 40 |Compulsory and Free Education!

(1) Education is a right for Kuwaitis, guaranteed by the State in accordance with law and within the limits of public 

policy and morals. Education in its preliminary stages is compulsory and free in accordance with the law.

(2) The law lays down the necessary plan to eliminate illiteracy.

(3) The State devotes particular care to the physical, moral, and mental development of the youth.

Article 41 (Right and Duty to WorkJ

(1) Every Kuwaiti has the right to work and to choose the type of his work.

(2) Work is a duty of every citizen necessitated by personal dignity and public good. The State shall endeavour to 

make it available to citizens and to make its terms equitable.

Article 42 (No Forced Labor]

There is no forced labor except in the cases specified by law for national emergency and with just remuneration. 

Article 43 |Association|

Freedom to form associations and unions on a national basis and by peaceful means is guaranteed in accordance with 

the conditions and manner specified by law. No one may be compelled to join any association or union.
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A r t i c l e  4 4  | A s s e m b l y |

(1) Individuals Imvc the right of private assembly without permission or prior notification, and the police may not 

attend such private meetings.

(2) Public meetings, demonstrations, and gatherings are permitted in accordance with the conditions and manner 

specilled by law, provided that their purpose and means are peaceful and not contrary to morals.

Article 45 f Petition|

Iwery individual has the right to address the public authorities in writing over his siguature. Only duly constituted 

organizations and bodies corporate have the right to address the authorities collectively.

Article 46 |Asylum|

Kxtradition of political refugees is prohibited.

Article 47 (National Defence, Military Service|

National defence is a sacred daty, and military service is an honor for citizens which shall be regulated by law.

Article 48 (Taxation, Minimum Standard of Living]

Payment of taxes and public imposts is a duty in accordance with the law which regulates exemption of small incomes 

from taxes in such a way as to maintain the minimum standard of living.

Article 49 (Public Order, Public Morals]

Observance of public order and respect for public morals are a duty incumbent upon all inhabitants of Kuwait.

Part IV Powers

Chapter 1 General Provisions

Article 50 (Separation and Constitutionality of Powers]

The system of Government is based on the principle of separation of powers functioning in co-operation with each 

other in accordance with the provisions of the Constitution. None of these powers may relinquish all or part of its 

competence specified in this Constitution.

Article 51 (Legislative Power|

The legislative power is vested in the Amir and the National Assembly in accordance with the Constitution.
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A r t i c l e  5 2  ( E x e c u t i v e  P o w e r |

The executive power is vested in the Amir, the Cabinet, and the Ministers, in the manner specified by the 

Constitution.

Article 53 (Judicial Power|

The judicial power is vested in the Courts, which exercise it in the name of the Amir within the limits of the 

Constitution.

Chapter II The Head of State

Article 54 |Head of State, Immunity, Inviolability]

The Amir is the 1 lead of the State. I lis person is immune and inviolable.

Article 55 (Government!

The Amir exercises his powers through his Ministers.

Article 56 |Prime Minister)

(1) The Amir, after the traditional consultations, appoints the Prime Minister and relieves him of office. The Amir also 

appoints Ministers and relieves them of office upon the recommendation of the Prime Minister.

(2) Ministers are appointed from amongst the members of the National Assembly and from others.

(3) The number of Ministers in all shall not exceed one-third of the number of the members of the National Assembly.

Article 57 (New Government!

The Cabinet is re-constituted in the manner specified in the preceding Article at the beginning of every legislative 

term of the National Assembly.

Article 58 (Responsibility!

The Prime Minister and the Ministers are collectively responsible to the Amir for the general policy of the State. 

Every Minister also is individually responsible to the Amir for the affairs of his ministry.

Article 59 |Powers of the Amir Specified by Law(

The Law referred to in Article 4 specifies the conditions under which the Amir exercises his constitutional powers. 

Article 60 (Oath of the Amir’s Office|

Before assuming his powers, the Amir takes the following oath at a special sitting of the National Assembly: 

"I swear bv Almighty God to respect the Constitution and the laws o f the State, to defend the liberties, interests, and 

properties o f the people, and to safeguard the independence and territorial integrity o f the Country."
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A r t i c l e  6 1  | D e p u t y  A m i r |

In the event of his absence outside the Country and the inability of the Heir Apparent to act as Deputy lor him, the 

Amir shall appoint, by an Amiri Order, a Deputy who shall exercise his powers during his absence. The said Amiri 

Order may include a specified arrangement for the exercise of the said powers on behalf of (he Amir, or a limitation of 

their scope.

Article 62 (Qualification of Deputy Amir|

The Deputy Amir has to satesfy the qualifications laid down in Artide 82. If he is a Minister or a member of the 

National Assembly, he may not take part in the ministerial functions or in the work of the Assembly during the period 

he is acting as Deputy for the Amir.

Article 63 |Oath of the Deputy Amir's Office|

(1) Before assuming his powers the Deputy Amir, at a spacial sitting of the National Assembly, takes the oath 

mentioned in Article 60 with the following phrase added thereto:" and be loyal lo the Amir. "

(2) In case the National Assembly is not in session, the Oath shall be taken before the Amir.

Article 64 (Incompatibilities of the Deputy Amir|

The provisions of Article 131 apply to the Deputy Amir.

Article 65 (Promulgation of Laws, Initiative of the Amir]

(1) The Amir has the right to initiate, sanction, and promulgate laws. Promulgation of laws takes place within thirty 

days from the date of their submission by the National Assembly to the Amir. This period is reduced to seven days in 

case of urgency. Such urgency is decided upon by a majority vote of the members constituting the National Assembly.

(2) Official holidays are not counted in computing the promulgation.

(3) If the period of promulgation expires without the Head of State demanding reconsideration, the bill is considered 

as having been sanctioned and is promulgated.

Article 66 |Bills]

Reference of a bill for reconsideration is by a decree stating the grounds therefore. If the National Assembly confirms 

the bill by a two-thirds majority vote of its members, the Amir sanctions and promulgates the bill within thirty days 

from its submission to him. If the bill does not receive the said majarity, it may not be reconsidered during the same 

session. If the National Assembly, in another session, considers the same bill by a majority vote of its members, the 

Amir sanctions and promulgates the bill as law within thirty days from its submission to him.

Article 67 |Chief-of-Command|

The Amir is the Supreme Commander of the Armed Forees. He appoints and dismisses officers in accordance with the 
law.
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A r t i c l e  6 8  | W a r |

Hie Amir declares defensive war by decree. Offensive war is prohibited.

Article 69 [Martial Law]

(1) The Amir proclaims Martial Law in the cases of necessity determined by law and in accordance with the 

procedure specified therein. The proclamation of Martial Law shall be by decree. Such decree is referred to the 

National Assembly within the fifteen days following its issue, for a decision on the future of Martial Law. If the 

proclamation takes place during the period the National Assembly is dissolved, it is be referred to the new Assembly 

at its first sitting.

(2) Martial Law may not continue unless a decision to that effect is made by a majority vote of the members 

constituting the Assembly.

(3) In all cases, the matter is referred to the National Assembly in accordance with the foregoing procedure, every 

three months.

Article 70 |Treaties|

(1) The Amir concludes treaties by decree and transmits them immediately to the National Assembly with the 

appropriate statement. A treaty has the force of law after it is signed, ratified, and publishod in the Official Gazette.

(2) However, treaties of peace and alliance; treaties concerning the territory of the State, its natural resources or 

sovereign rights, or public or private rights of citizens; treaties of commerce, navigation, and residence; and treaties 

entailing additional expenditure not provided for in the badget, or involving amendment of the laws of Kuwait; shall 

come into force only when made by a law.

(3) In no case may treaties include secret provisions contradicting those declared.

Article 71 [Emergency Decrees|

(1) Should necessity arise for urgent measures to be taken while 

the National Assembly is not in session or is dissolved, the Amir may issue decrees in respect thereof which have the 

force of law, provided that they are not contrary to the Constitution or to the appropriations included in the budget 

law.

(2) Such decrees are referred to the National Assembly within the fifteen days following their issue if the Assembly is 

in session. If it is dissolved or its legislative term has expired, such decrees are referred to tbe next Assembly at its 

first sitting. If they are not thus referred, they retrospectively cease to have the force of law, without the necessity of 

any decision to that effect. If they are referred and the Assembly does not confirm them, they retrospectively cease to 

have the force of law, unless the Assembly approves their validity for the preceding period or settles in some other 

way the effects arising therefrom.
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A r t i c l e  7 2  | E x e c u t i o n  o f  L a w s |

The Amir issues, by decree, the regulations necessary for the execution of laws without amending or suspending such 

laws or making any exemption from their execution. A law may prescribe a less formal instrument than a decree for 

the issue of the regulations necessary for its execution.

Article 73 |Regulations!

fhe Amir issues, by decree, regulations for public order and health, and regulations necessary for the organization of 

public services and administration, not conflicting with any law.

Article 74 |Diplomacy|

(1) fhe Amir appoints and dismisses civil and military officials and diplomatic representatives to foreign eonntries in 

accordance with the law.

(2) He also accepts credentials of the representatives of foreign countries.

Article 75 |Pardon, Amnesty!

(1) The Amir may, by deeree. grant a pardon or commute a sentence.

(2) However, general amnesty shall not be granted except by a law and then only in respect of offences committed 

prior to the proposal of the amnesty.

Article 76 |Orders of Honor]

'fhe Amir confers Orders of Honor in accordance with the law.

Article 77 [IMinting Coins|

Coins are minted in the name of the Amir in accordance with the law.

Article 78 (Remuneration of the Amir]

Upon the accession of the Head of State, his annual emoluments are fixed by a law for the duration of his reign. 

Chapter III The National Assembly 

Article 79 (Exclusive Legislation!

No law may be promulgated unless it has been passed by the National Assembly and sanctioned by the Amir.

Article 80 |Election, Ministerial Members]

(1) 'fhe National Assembly is composed of fifty members elected directly by universal suffrage and secret ballot in 

accordance with the provisions prescribed by the electoral law.

(2) Ministers who are not elected members of the National Assembly are considered ex-officio members thereof.
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A r t i c l e  8 1  | C o n s t i t u e n c i e s |

Electoral constituencies are determined by law.

Article 82 [Qualifications]

A member of the National Assembly shall :(a) be a Kuwaiti by origin in accordance with law;

(b) be qualified as an elector in acoordance with the electoral law;

(c) be not less than thirty calendar years of age on the day of election;

(d) be able to read and write Arabic well.

Article 83 |Term, Re-election|

(1) The term of the National Assembly is four calendar years commencing with the day of its first silting. Elections 

for the new Assembly take place within the sixty days preceding the expiry of the said term, due regard being given to 

the provisions of Article 107.

(2) Members whose term of office expires may be re-elected.

(3) The term of the Assembly may not be extended except for necessity in time of war and by a law.

Article 84 |Vacancy|

(1) If. for any reason, a seat in the National Assembly becomes vacent before the end of the term, the vacancy is filled 

by election within two months from the date on which the Assembly declares the vacency. The mandate of the new 

member lasts until the end of that of his predecessor.

(2) If the vacency occurs within six months prior to the expiry of the legislative term of the Assembly, no successor is 

elected.

Article 85 [Annual Ordinary Session]

The National Assembly has an annual session of not less than eight months. The said session may not be prorogued 

before the budget is approved.

Article 86 [Start of Ordinary Session]

The Assembly starts its ordinary session during the month of October of every year upon a convocation by the Amir. 

If the decree of convocation is not issued before the first of the said month, the time for the meeting is deemed to be 9 

a.m. on the third Saturday of that month. If such day happens to be an official holiday, the Assembly meets on the 

morning of the first day thereafter.

Article 87 [First Session]

(1) Notwithstanding the provisions of the preceding two Articles, the Amir summons the National Assembly to hold 

its first meeting within two weeks of the end of the general election. If the decree of convocation is not issued within 

the said period, the Assembly is deemed to have been convoked for the morning of the day following these two 

weeks, due regard being given to the relevant provision of the preceding Article.

(2) If the date of the meeting of the Assembly falls after the annual date mentioned in Article 86. the term of the 

session specified in Article 85 is reduced by the difference between the said two dates.
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A r t i c l e  8 8  [ E x t r a o r d i n a r y  S e s s i o n s !

(1) The National Assembly is called by decree to an extraordinary session if the Amir deems it necessary, or upon the 

demand of the majority of the members of the Assembly.

(2) In an extraordinary session, the Assembly may not consider matters other than those for which it has been 

convened except with the consent of the Cabinet.

Article 89 (Prorogation of Sessions!

The Amir announces the prorogation of ordinary and extraordinary sessions.

Article 90 |Place of Meeting!

Every meeting held by the Assembly at a time or place other than that assigned for its meeting is invalid, and 

resolutions passed thereat are void by virtue of law.

Article91 (Oath of Members!

Before assuming his duties in the Assembly or in its committees, a member of the National Assembly must take the 

following oath before the Assembly in a public sitting:

7  swear by Almighty God to he faithful to the Country and to the Amir, to respect the Constitution and the laws o f the 

State, to defend the liberties, interests, and properties o f the poople, and to discharge my duties honestly and 

truthfully."

Article 92 [President of Assembly]

(1) The National Assembly elects at its first sitting and for the duration of its term a President and a Deputy President 

from amongst its members. If either office becomes vacant, the Assembly elects a successor for the remainder of its 
term.

(2) In all cases, election is by an absolute majority vote of the members present. If this majority vote is not attained in 

the first ballot, another election is held between the two candidates receiving the highest number of votes. If more than 

one candidate receives an equal number of votes in the second place, all such candidates shall participate in the second 

ballot. In this case, the eendidate who receives the greatest number of votes is elected. If there is a tie in this last 
ballot, the choice is by lot.

(3) The oldest member presides over the first sitting until the President is elected.

Article 93 (Committees!

The Assembly forms, within the first week of its annual session, the committees necessary for its functions. These 

committees may discharge their duties during the recess of the Assembly with a view to submitting their 

recommendations to it when it meets.

Article 94 {Publicity!

Sittings of the National Assembly are public, though they may be held in secret upon the request of the Government, 

the President of the Assembly, or of ten of its members. The debate on such request is held in secret.

Article 95 [Validation of Election]

The National Assembly decides upon the validity of the election of its members. No election may be declared invalid
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except by a majority vote ol the members constituting the Assembly. This jurisdiction may. by law. be entrusted to a 
judicial body.

Article 96 (Resignation of Members]

I he National Assembly is the competent authority to accept resignation of its members.

Article 97 IQuorum, Majority]

lor a meeting ol the National Assembly to be valid, more than half of its members must be present. Resolutions are 

passed by an ahsolute majority vote ot the members present, except in cases where a special majority is required.

When votes are equally divided, the motion is rejected.

Article 98 (Government Program]

Immediately upon its formation, every Cabinet presents its program to the National Assembly. The Assembly may 

make comments with regard to such a program.

Article 99 (Questioning Government!

Every member of the National Assembly may put to the Prime Minister and to Ministers questions with a view to 

clarifying matters falling within their competence. The questioner alone has the right to comment once upon the 
answer.

Article 100 (Interpellations!

(1) Every member of the National Assembly may address to the Prime Minister and to Ministers interpellations with 
regard to matters falling within their competence.

(2) The debate on such an interpellation shall not take place until at least eight days have elapsed after its presentation, 

except in case of urgency and with the consent of the Minister concerned.

(3) Subject to the provisions of Articles KH and 102, an interpellation may lead to the question of no-confidence 
being put to the Assembly.

Article 101 |Vote of No-Confidence(

(1) Every Minister is responsible to the National Assembly for the affairs of his ministry. If the Assembly passes a 

vote of no-confidence against a Minister, he is considered to have resigned his office as from the date of the vote of 

no-confidence and shall immediately submit his formal resignation. The question of confidence in a Minister may not 

be raised except upon his request or upon a demand signed by ten members, following a debate on an interpellation 

addressed to him. The Assembly may not make its decision upon such a request before the lapse of seven days from 
the presentation thereof.

(2) Withdrawal of confidence from a Minister is by a majority vote of the members constituting the Assembly 

excluding Ministers. Ministers do not participate in the vote of confidence.

Article 102 |No-Confidence in Prime Minister|

(1) The Prime Minister does not hold any portfolio: nor shall the question of confidence in him be raised before the 
National Assembly.

(2) Nevertheless, if the National Assembly decides, in the manner specified in the preceding Article, that it cannot co­
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operate with the Prime Minister, the matter is submitted to the Head of State. In such a ease, the Amir may either 

relieve the Prime Minister of office and appoint a new Cabinet or dissolve the National Assembly.

(3) In the event of dissolution, if the new Assembly decides by the abovementioned majarity vote that it cannot co­

operate with the said Prime Minister, he shall be considered to have resigned as from the date of the decision of the 

Assembly in this respect, and a new Cabinet shall be formed.

Article 103 [Continuation of Government!

If. for any reason, the Prime Minister or a Minister vacates his office, he shall continue to discharge the urgent 
business thereof until his successor is appointed.

Article 104 |Amiri Speech|

( 1) The Amir opens the annual session of the National Asxmbly whereupon he delivers an Amiri Speech reviewing 

the situation of the country and the important public matters which happened during the preceding year, and outlining 

the projects and reforms the Government plans to undertake during the coming year.

(2) The Amir may depute the Prime Minister to open the Assembly or to deliver the Amiri Speech.

Article 105 [Response to Amiri Speech|

The National Assembly chooses, from amongst its members, a committee to draft the reply to the Amiri Speech which 

will embody the comments and wishes of the Assembly. Alter the said reply has been approved by the Assembly, it is 
submitted to the Amir.

Article 106 [Adjournment]

I'he Amir may, by a decree, adjourn the meeting of the National Assembly for a period not exceeding one month. 

Adjournment may be repeated during the same session with the consent of the Assembly and then only once. A period 

of adjournment is not counted in computing the duration of the session.

Article 107 |Dissolution|

(1) The Amir may dissolve the National Assembly by a decree in which the reasons for dissolution is indicated. 

However, dissolution of the Assembly may not be repeated for the same reasons.

(2) In the event of dissolution, elections for the new Assembly are held within a period not exceeding two months 
from the date of dissolution.

(3) If the elections are not held within the said period, the dissolved Assembly is restored to its full constitutional 

authority and meets immediately as if the dissolution had not taken place. The Assembly then continues to function 

until the new Assembly is elected.

(4) A member of the Assembly represents the whole nation. He safeguards the public interest and is not subject to any 

authority in the discharge of his duties in the Assembly or in its committees.

Article 108 {...}

Article 109 [Member Bills|

(1) A member of the Assembly has the right to initiate bills.
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(2) No hill initiated by a member and rejected by the National Assembly may be re-introduced during the same 

session.

Article 110 |Indemnity|

A member of the National Assembly is free to express any views or opinions in the Assembly or in its committees. 

Under no circumstances can he be held liable in respect thereof.

Article 111 |Immunity|

Except in cases of flagrante delicto, no measures of inquiry, search, arrest, detention, or any other penal measure may 

be taken against a member while the Assembly is in session, except with the authorisation of the Assembly. The 

Assembly must be notified of any penal measrue that may be taken during its session in acoordanee with the 

foregoing provision. The Assembly, at its first meeting, is always notified of any such measure taken against any of its 

members while it was not sitting. In all cases, if the Assembly does not give a decision regarding a request for 

authorization within one month from the date of its receipt, permission is deemed to have been given.

Article 112 [Assembly Discussions|

Upon a request signed by five members, any subject of general interest may be put to the National Assembly for 

discussion with a view to securing clarification of the Government's policy and to exchanging views thereof. All other 
members also have

the right to participate in the discussion.

Article 113 [Assembly Requests!

The National Assembly may express to the Government wishes regarding public matters. If the Government cannot 

comply with these wishes, it shall state to the Assembly the reasons therefore. The Assembly may comment once on 
the Government's statement.

Article 114 [Committees of Inquiry|

The National Assembly at all times has the right to set up committees of inquiry or to delegate one or more of its 

members to investigate any matter within its competence. Ministers and all Government officials must produce 

testimonials, documents, and statements requested from them.

Article 115 [Petition Committee]

(1) The Assembly sets up, among its annual standing committees, a special committee to deal with petitions and 

complaints submitted to the Assembly by citizens. The committee seeks explanation thereon from the competent 

authorities and informs the person concerned of the result.

(2) A member of the National Assembly may not interfere with the work of either the Judicial or the Executive Power. 

Article 116 [Governmental Right to Speek]

The Prime Minister and Ministers are given the floor whenever they ask for it. They may call for assistance upon any 

senior officials or depute them to speak on their behalf. The Assembly may ask for a Minister to be present whenever 

a matter relating to his ministry is under discussion. The Cabinet must be represented in the sittings of the Assembly 

by the Prime Minister or by some Ministers.

Article 117 [Standing Orders, Duty to Presence!

The National Assembly determines its standing orders which include the procedure of the Assembly and its
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committees and the rules pertaining to discussion, voting, questions, interpellation, and all other functions prescribed 

in the Constitution. I he standing orders prescribe the sanctions to be imposed on any member who violates order or 

absents himself from the meetings of the Assembly or the committees without a legitimate excuse.

Article 118 [Order in the Assembly, No Presence of Forces|

(1) Maintaining order in the National Assembly is the responsibility of its President. The Assembly has a speeial 

guard under the authority of the President of the Assembly.

(2) No armed forces may enter the Assembly or be stationed close to its gates unless so requested by the President.

Article 119 |Remuneration|

I he remuneration of the President of the National Assembly, the Deputy President, and the Members are fixed by law. 

In the event of a modification of the said remuneration, such modification may not take effect until the next legislative 
term.

Article 120 [Incompatibilities!

(1) Membership of the National Assembly is incompatible with public office except in the cases where compatibility 

is permitted in accordance with the Constitution, in such cases, the right to the remuneration for membership and the 
right to the salary of the public office may not be cumulated.

(2) The law specifies other cases of incompatibility.

Article 121 [Economic Incompatibility]

(1) During his mandate, a member of the National Assembly may not be appointed on the board of directors of a 

company, nor may he participate in concessions granted by the Government or by public bodies.

(2) Further, during the said mandate, he may not buy or rent any proporty of the State, nor let, sell, or barter any of his 

property to the Government, except by public auction or tender, or in compliance with the system of compulsory 
acquisition.

Article 122 [No Decorations)

During their mandate, members of the National Assembly with the exception of those occupying a public office not 

incompatible with the membership of the National Assembly, may not be awarded decorations.

Chapter IV The Executive Power

Section I The Cabinet

Article 123 [Council of Ministers!

The Council of Ministers has control over the departments of the State. It formulates the general policy of the 

Government, pursues its execution, and supervises the conduct of work in Government departments.

Article 124 [Remuneration of Government!

(1) A law' determines the remuneration of the Prime Minister and the Ministers.

(2) All other provisions regarding Ministers apply to the Prime Minister unless otherwise stated.
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Article 125 (Qualifications of Ministers!

A Minister has to satisfy the qualifications laid down in Article 82.

Article 126 |Oath of Ministers]

Before assuming office, the Prime Minister and Ministers, before the Amir, take the Oath specified in Article 91. 

Article 127 (Supervision by Prime Minister!

fhe Prime Minister presides over the meetings of the Council of Ministers and supervises the co-ordination of work 

among the various ministries.

Article 128 |Secrecy, Quorum, Majority, Co-operation, Submission]

( 1) Deliberations of the Council of Ministers are secret. Resolutions are passed only when the majority of its members 

are present and with the approval of the majority of those present. In ease of an equal division of votes, that side 

prevails on which the Prime Minister has voted.

(2) Unless they resign, the minority has to abide by the opinion of the majority.

(3) Resolutions of the Council of Ministers are submitted to the Amir for approval in eases where the issue of a decree 

is required.

Article 129 (Government Follows Prime Minister]

fhe resignation of the Prime Minister or his removal from office involve the resignation or removal of all other 

Ministers.

Article 130 [Ministries, Directives!

Kvery Minister supervises the affairs of his ministry and executes therein the general policy of the Government. He 

also formulates directives for the ministry and supervises their execution.

Article 131 (Immunities of Ministers]

(1) While in office, a Minister may not hold any other public office or practice, even indirectly, any profession, or 

undertake any industrial, commercial, or financial business. Furthermore, he may not participate in any concession 

granted by the Government or by public bodies or cumulate the ministerial post with membership of the board of 

directors of any company.

(2) In addition, during the said period, a Minister may not buy or otherwise acquire any property of the State even by 

public auction, nor may he let, sell, or switch any of his property to the Government.

Article 132 (Ministerial Offences and Indictment]

A special law defines the offences which may be committed by Ministers in the performance of their duties, and 

specifies the procedure for their indictment and trial and the competent authority for the said trial, without affecting 

the application of other laws to their ordinary acts or offences and to the civil liability arising therefrom.

Article 133 (Self-Governmentl

The law regulates general and municipal self-governing bodies in such a way as to ensure their independence under 

the direction and supervision of the Government.
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S e c t i o n  II F i n a n c i a l  A f f a i r s

Article 134 [Establishing Taxes|

No general tax may be established, amended, or abolished exeept by a law. No one may be exempted, wholly or 

partially, from the duty to pay such taxes exeept in the eases specified by law. No one may be required to pay any 

other lax. fee. or imposition exeept within the limits of law.

Article 135 |Funds|

The law prescribes rules for the collection of public funds and the procedure for their expenditure.

Article 136 [Public Loans]

Public loans are concluded by a law. The Governmemt may grant or guarantee a loan by a law. or within the limits of 

the funds appropriated for the said purpose in the budget.

Article 137 |Loans of Self-Governing Bodies]

General and local self-governing bodies may grant or guarantee loans according to law.

Article 138 |State Properties!

fhe law lays down the rules for the protection of State properties, their administration, the conditions of their disposal, 

and the limits within which any of these properties may be relinquished.

Article 139 [Financial Year|

The financial year is fixed by law.

Article 140 |Annual Budget]

The Government draws up the annual budget, comprising the revenue and expenditure of the State, and submits it to 

the National Assembly for examination and approval at least two months hefore the end of each current financial year.

Article 141 |Budget Discussion, Purpose|

(1) The budget shall be discussed in the National Assembly part by part.

(2) None of the public revenues may be allocated for a specific purpose except by law.

Article 142 (Specific Funds]

Specific funds may be appropriated by law for more than one year if the nature of the expenditure so requires, 

provided that each budget shall include the funds allocated for that year, or alternatively, an extraordinary budget 

covering more than one financial year shall be drawn up.

Article 143 |NoTax Inclusion]

The budget law may not include any provisions establishing a new tax, increasing an existing tax. amending an 

existing law, or evading the issue of a special law on a matter in respect of which the Constitution provides that a law 

should be issued.

Article 144 |Budget by Law|

The budget shall be issued by a law.
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Article 145 (Continuing Budgct|

( 1) If the budget law has not been promulgated before the beginning of the financial year, the preceding budget 

applies until the new one is issued and revenues are collected and disbursements made in accordance with laws in 

force at the end of the preceding year.

(2) However, if the National Assembly has approved one or more parts of the new budget, they are put into effect. 

Article 146 |Changes of Budget|

Any expenditure not included in the budget, or in excess of the budget appropriations, as well as the transfer of any 

fund from one part of the budget to another, must be effected by law.

Article 147 |Maximum Expenditure]

In no case may the maximum estimate of expenditure, included in the budget law or the laws amending it. be 

exceeded.

Article 148 |General Budgets]

The general budgets, both independent and annexed, must be specified by law to which the provisions regarding the 

budget of the State apply.

Article 149 (Final Accounts!

The final accounts of the linancial administration of the State for the preceding year are submitted, within four months 

following the end of the said year, to the National Assembly for consideration and approval.

Article 150 (Statement of Government]

The government submits to the National Assembly, at least once during each ordinary session, a statement upon the 

financial position of the State.

Article 151 (Audit Commission!

A linancial control and audit commission is established by a law, which ensures its independence. The commission is 

attached to the National Assembly and assists the government and the National Assembly in controlling the collection 

of the State revenues and the disbursement of its expenditures within the limits of the budget. The commission 

submits to both the Government and the National Assembly an annual report on its activities and its observations.

Article 152 (Natural Resources]

No concession for exploitation of either a natural resource or a public service may be granted except by a law and for 

a limited period. In this respect, the preparatory measures facilitate the operations of prospecting and explorating and 

ensure publicity and competition.

Article 153 |Monopoly|

No monopoly may be granted except by a law and for a limited period.

Article 154 (Currency, Banking, Standards]

Currency and banking as well as standards, weights, and measures are regulated by law.

Article 155 |Pensions|

Law regulates salaries, pensions, compensation, subsidies, and gratuities which are a charge on the State treasury.
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Article 156 |Local Budgets!

Provisions relating to the budgets and the final accounts of local bodies and authorities which have a public legal 

personality are determined by law.

Section III IVlilitary Affairs

Article 157 [Peace, State Integrity!

Peace is the aim ol the State, and the safeguard of the integrity of the Country, which is part of the integrity of the 

(ireater Arab World, is a trust devolving upon every citizen.

Article 158 |IY1ilitary Service!

Military service is regolated by law.

Article 159 (Establishment of Armed Forces]

1 he Stale alone may establish armed forces and public security bodies and that in accordance with law.

Article 160 |Mobilization|

Mobilization, general or partial, are regulated by law.

Article 161 |Supreme Defence Council!

A Supreme Defence Council is set up to conduct affairs relating to defence, to the safeguard of the integrity of the 

Country, and to the supervision of the armed forces, in accordance with law.

Chapter V The Judicial Power

Article 162 (Impartiality of Judges]

The honor of the Judiciary and the integrity and impartiality of judges are the bases of rule and a guarantee of rights 
and liberties.

Article 163 (Independence of Judiciary]

In administering justice, judges are not subject to any authority. No interference whatsoever is allowed with the 

conduct of justice. Law guarantees the independence of the Judiciary and states the guarantees and provisions relating 

to judges and the conditions of their irremovability.

Article 164 [Court System, IVlilitary Courts!

Law regulates the Courts of various kinds and degrees and specifies their functions and jurisdiction. Except when 

Martial Law is in force. Military Courts have jurisdiction only over military offences committed by members of the 

armed and security forces within the limits specified by law.

Article 165 (Publicity of Trials]

Sittings of the Courts are to be public, except for the cases 

prescribed otherwise by law.

Article 166 (Recourse to the Courts!

The right of recourse to the Courts is guaranteed to all people. Law prescribes the procedure and manner necessary for 

the exercise of this right.
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Article 167 (Public Prosecution|

(1) I he Public Prosecution Office conducts penal charges on behalf of society. It supervises the affairs of judicial 

police, the enforcement ol penal laws, the pursuit ot oI fenders, and the execution of judgments. Law regulates this 

body, lays down its duties, and delines the conditions and guarantees for those who assume its functions.

(2) As an exception, law may entrust to the public security authorities the conduct of prosecutions in misdemeanours 
in accordance with the manner prescribed by law.

Article 168 (Supreme Council of .Judiciary|

The Judiciary has a Supreme Council which is regulated, and its duties defined, by law.

Article 169 (Administrative Jurisdiction]

fhe law regulates the settlement of administrative suits by means of a special Chamber or Court, and prescribes its 

organization and the manner of assuming administrative jurisdiction including the power of both nullification and 
compensation in respect of administrative acts contrary to law.

Article 170 |Legal Departments]

1 he law organizes the body which renders legal advice to ministries and public departments and drafts bills and 

regulations. Law also regulates the representation of the State and other public bodies before the Courts.

Article 171 |Council of State|

A Council ol State may be established by a law to assume the functions of administrative jurisdiction, rendering legal 
advice, and drafting bills and regulations, mentioned in the preceding two Articles.

Article 172 [Conflicts of Jurisdiction!

The method of resolving conflicts of jurisdiction or of judgments between the various kinds of Courts are prescribed 
by law.

Article 173 (Constitutional Review]

( 1) The law specifies the judicial body competent to deciding dispiutes relating to the constitutionality of laws and 
regulations and determines its jurisdiction and procedure.

(2) 1 he law ensures the right of both the Government and the interested parties to challenge the constitutionality of 
laws and regulations before the said body.

(3) If the said body decides that a law or a regulation is unconstitutional, it is considered null and void.

Part V General and Transitional Provisions 

Article 174 [Amendments of the Constitution]

(1) The Amir or one-third of the members of the National Assembly have the right to propose a revision of the 

Constitution by amending or deleting one or more of its provisions or by adding new provisions.

(2) If the Amir and the majority of the members constituting the National Assembly approve the principle of revision 

and its subject matter, the Assembly debates the bill article by article. Approval by a two-thirds majority vote of the 

members constituting the Assembly is required for the bill to be passed. The revision comes into force only after being 

sanctioned and promulgated by the Amir regardless of the provisions of Articles 65 and 66.

(3) If the principle of revision or its subiect matter is rejected, it may not be presented again before the lapse of one 
year from the rejection.

(4) No amendment to this Constitution may be proposed before the lapse of five years from its coming into force.
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Article 175 [Limits to Constitutional Amendments!

I he provisions relating to the Amiri System in Kuwait and the principles of liberty and equality, provided lor in this 

Constitution, may not be proposed for revision except in relation to the title of the Amirate or to increase the 
guarantees of liberty and equality.

Article 176 |Powers of the Amir|

I he powers ol the Amir, specified in this Constitution, may not be proposed for revision when a Deputy Amir is 
acting for him.

Article 177 [Continuation of Treaties!

The application of this Constitution does not affect treaties and conventions previously concluded by Kuwait with 

other States and international organizations.

Article 178 (Publication of Laws|

Laws are published in the Official Gazette within two weeks of their promulgation and come into force one month 

after their publication. The latter period may be extended or reduced for any law by a special provision included in it.

Article 179 [Retroactive Laws]

I he laws are applicable to that which takes place alter the date of their coming into force, and thus have no effect in 

respect ot what has taken place before such date. However, in other than penal matters, a law may. with the approval 

of a majority vote of the members constituting the National Assembly, prescribe otherwise.

Article 180 [Continuation of Laws|

All provisions ot laws, regulations, decrees, orders, and decisions, in effect upon the coming into force of this 

Constitution, continue to be applicable unless amended or repealed in accordance with the procedure preseribed in this 

Constitution, provided that they are not contrary to any of its provisions.

Article 181 [No Suspension of Constitution!

No provision of this Constitution may be suspended except when Martial Law is in force and within the limits 

specified by the law. Under no circumstances may the meetings of the National Assembly be suspended, nor shall the 

immunities of its members be interfered with during such period.

Article 182 [Publication, Enforcement)

This Constitution shall be published in the Official Gazette and comes into force on the date of the meeting of the 

National Assembly which shall not be later than January 1963.

Article 183 [Continuing Assembly)

Law Number I of 1962 concerning the system of Government during the period of transition continues to be in force, 

and the present members of the Constituent Assembly continue in the exercise of their duties specified in the said law. 

until the meeting of the National Assembly.
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