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1. The Premise

The UNDP stated objectives are to: 

· Provide unemployed young people aged 15 -24 years old, with a special focus on new graduates, school leavers or those without university diplomas with the necessary experience and skills that would enhance their marketability and employment opportunities.

· In order to address the challenge of lack of employability skills of the candidates, the project is designed to provide them with the needed skills, to enable them to compete in the labor market. 

· The project will also help them to seek job opportunities in the private sector, by providing internship opportunities after undertaking detailed training courses on employability and life skills. 

· The training is designed and delivered by a specialized company based on the real needs of the candidates and private companies.

2. Executive Summary

The Youth Employment Generation Project in Arab Transition Countries - the Jordan Component - comes at a critical time in the life of youth in the Arab world today. The project attempts at enhancing youth employability – both males and females - and linking them with matching job opportunities. 

Overall, the project achieved its stated activities in terms of training and internship and to considerable extent in job placements, particularly for women participants. 

Phase II of the “Youth Employment Generation Programme in Arab Transition Countries - Jordan Component” which was financed by the Government of Japan and implemented by UNDP-Jordan lasted 18 months. It was in contrast to Phase I ‘demand-driven’ and entailed:

· A research/survey component, ‘Labour Market: The Case of Vocational Training in Jordan’, results of which published in July 2014 shedding the light on both the supply and demand sides of the labour market. 

· Establishment of the One-Stop-Shop at the Tafilah MoL Labour Directorate providing a wide array of employment and career services to assist young women and men in securing decent jobs and self-employment.

· Develop with Vocational Training Corporation customized vocational training programmes to meet the needs of the companies, and/ or support the comparative advantage of each governorate as identified in the governorates’ development plans.

· Provide through Micro-Venture Fund small grants to developed business plans and feasibility studies, and start new businesses and support the establishment of new SMEs.

· Design, advocate and arrange the internship programme with interested companies, based on the companies’ needs (demand driven), and solicit applications by young men and women to the internship initiative and organize basic employability skills workshops, and civic education.

UNDP has made good on various initiatives in spite of implementation challenges. Phase II was a ‘phase of partnership’ without which success would not have been possible. UNDP forged true and successful partnerships with Government, local administrations, civil society and grass root organizations. The partnership with the Local Development Directorate of the Ministry of Interior has proven to be an invaluable and vital key to the success of various UNDP local community drives. The partnership with the Ministry of Labour, regional Directorates and VTC and regional training centres, has also proven key to the success of various UNDP initiatives that the MoL would eventually have to take ownership of.  Similarly, UNDP implementing partners in this second phase have solicited the partnership of many of local civil society organizations and NGO’s for their grass root experience, local knowledge, insights and advise. 
· Venture-capital funding was a success story, as well as vocational training and internship, for women in particular who landed convenient placements in the garment industries in their areas of domicile.  
· The research component shows that the private business sector in the governorates is weak and cannot absorb growing numbers of job seekers, whether for internship or for permanent employment, one of the challenges faced in the implementation of Phase II.   
· Another challenge was the lack of awareness by businesses of the importance of internships as a great resource for new recruits. 

· Commitment and work ethics are also challenges to long-term internship or retention, in particular for male job seekers who continue to have an eye on openings in the army, police or public sector agencies as the main competition to private sector engagement. 

· Females have shown a higher commitment and drive towards training, internship and employment opportunities.    

· Finally, there are still major hurdles of a cultural nature for internship and placement in the areas of hospitality and tourism, for both genders but females in particular either from parents or for religious reasons.    

3. Introduction 

In response to the growing challenges facing the unemployed in Jordan and youth in the Arab world, the UNDP drafted the Youth Employment Generation Project in the Arab Transition Countries project document to support initiatives conducted to alleviate unemployment and increase women and youth participation in the workforce. This project was designed to be implemented in five countries in the region.

Today, around 68% of Jordan’s population is under the age of 29 according to 2011 Jordan Department of Statistics estimates which suggest that an investment in youth can be an instrument for national development. Those between the ages of 15 and 24 comprise 22% of the population and around 36% of the total eligible workforce (15-65); 48% of them being women.  

Jordan is currently experiencing a youth bulge and, though the ratio of children below 15 years of age has been decreasing over recent decades, the population will remain predominantly youthful for several years, with obvious implications for health, education and specifically employments needs. Population projections indicate that Jordan is approaching a demographic transition, whereby the dependency ratio will decrease significantly and reach its lowest rate between 2030 and 2035.

According to 2011 estimates also, there were 471,683 students enrolled at Jordanian schools (204,032 of ages 15-18), community colleges (27,528) and universities (240,123) at a distribution of 45% for males and 55% for females. However, despite the higher number of females in higher education institutions, the percentage of Jordanian women in the labor force remains low, amongst the lowest in the region. UNDP 2013 Human Development Report estimates youth unemployment (ages 15-24) around a range of 46.8%...one the world's highest.

According to the predictions of the Jordan’s National Agenda, unemployment could reach 20% by the year 2015 under current conditions. High unemployment can be attributed to a range of causes, including inability of the economy to provide job opportunities for all new entrants, mismatch between the education outputs and job market requirements, and the shrinking number of available or newly created vacancies in the public sector. Other causes include the large number of foreign workers and the large size of the informal sector. 

The project comes in direct alignment with the National Agenda and the National Employment Strategy and aims at increasing employment skills and work opportunities for women, youth, and persons with disabilities in underserved areas. The project was carried out at both the national and sub-national levels, with special focus on six governorates with high poverty and unemployment rates.
Although the project that was designed to subsidize on the job training and provide jobs for different calibers of job seekers is not unique and there are various similar initiatives across the country implemented by different entities and donors, this project was somewhat able to work on a micro level. Although similar initiatives are aplenty, but the unemployment rates have not been positively affected by those activities. There are some common characteristics amongst those initiatives; high turnover between beneficiaries during training, weakness in ability to sustain job after all forms of training within the initiative is concluded, weakness in private sector commitment in retaining good trainees for long periods of time, lack of commitment of beneficiaries towards sustaining a job outside the scope of the initiative or project. 

This project, similar to many national employment initiatives, faced some challenges, first of all, in finding appropriate jobs for the beneficiaries, and sustaining those jobs once landed by beneficiaries. Other challenges can be characterized in the weak ability to synchronize the demand and supply side in the labor market of the three areas. There seems to be an evident mismatch between the skills of the unemployed and needed skills of the employers. Additionally, there seems to be a lack of commitment between the job seekers and project interns/beneficiaries. Last but not least, there seems to be a deficit in the number and size/ capacity of private sector institutions in the selected areas, which is the case for most governorates. 

Experience in this field indicates that the success of subsidized employment initiatives in Jordan is limited, the above mentioned challenges and the fact that these initiatives cannot bind the employers to sustain employment.

4. Situation Analysis

Jordan is one of the most youthful countries of the world, with nearly 67.8% of the population below the age of thirty, and nearly 38% in the age of economic activity. A country with very limited natural resources, Jordan counts on its human capital as a major source to support the country's economy. The poverty rate is relatively high with around 14.4% of the population below the relative poverty line. Economic participation rates are among the lowest in the world, and most of the economically inactive are females. Most unemployed males are unskilled, while unemployed females are university graduates.

Unemployment has grown by 11.1% per cent on average since 2000. Unemployment among young people (15-24 years) reached 31.2 per cent in 2013. This was more than twice the national unemployment rate (12.6 per cent). Women make up only 14.7 per cent of the workforce, and of the women who are actively looking for work 22.2 per cent are unemployed, as compared to 10.6 per cent of men. The Government employs half of all employed women, along with one third of all employed men. Mainly in rural areas the government is the main provider of jobs.

Vocational training initiatives have gone undeveloped, and there has been insufficient support of small and medium-sized enterprises. The mismatch between the quality of jobs offered and the expectations of highly educated individuals has resulted in “voluntarily unemployed” people and emigration to the Gulf. This has also led to a reliance on foreign workers to do low-paid service jobs. (According to 2009 figures, foreign workers make up 11 per cent of the labour force. While efforts have been made to improve the private investment environment, it needs to be strengthened at the local level in order to promote economic growth.

Population projections predict a ‘demographic window of opportunity’ in anticipation of the possible substantial reduction of the ratio of its dependent population compared to the adult productive age groups. This implies positive longer-term prospects of higher economic productivity. This will also constitute a major challenge for advance preparedness to ensure both the availability of enough gainful employment options for the growing workforce, and capacity development of young people, to effectively meet future market demands. ‘Arab Spring’ related developments have also highlighted the need for a sharpened and holistic focus on developing the human capital of adolescents and young people. Jordan has the ability to play a pioneering role in this respect.

Creating jobs is a critical priority for Jordan - even periods of strong economic growth have not translated into the creation of jobs for Jordanians. The new jobs created by the growing economic sectors, such as manufacturing and construction, tend to be low-skilled and low-waged. In addition, as migrant workers accept many of these jobs, there is increased downward pressure on national wages, and a corresponding increase in both inactivity rates and ‘voluntary’ unemployment of Jordanian workers. This is attributed to several factors, including a mismatch between the education outputs and job market needs, the shrinking number of available jobs in the public sector, lack of social and health insurance in the informal sector, and the dependency of some sectors on non-national workers. The Jordanian economy is dominated by micro and small enterprises employing less than ten workers, representing more than 90% of all registered enterprises and employing 47% of private sector workers. Access to finance is a major constraint experienced by small, medium, and large enterprises.

High unemployment rates leave youth and women vulnerable to poverty and social disturbances, and hinder the economic and social development of Jordan. The Government of Jordan tried to address the challenge of unemployment and enacted the National Employment Strategy (2011-2020). The strategy was developed through extensive dialogue and consensus between different stakeholders; it articulates the following main components:

· Gradually Replacing Foreign Workers with Jordanians;

· Supporting Employment Projects and Programmes;

· Enhancing Training of Jordanians according to the Needs of the Labour Market;

· Supporting Vocational Education and Training;

· Enhancing Investment in Employment;

· Supporting an Entrepreneurship Culture;

· Supporting People with Special Needs;

· Decreasing Restructured Employment;

· Supporting Labour Market Employment Projects;

· Supporting Workers’ Rights (social security, insurance, etc.) ; and

· Supporting Tripartite Dialogue.

The government of Jordan has also identified micro-enterprise development as a major strategy to combat poverty and unemployment, launching several initiatives, some domestic and some with international cooperation partners. A Strategy for Micro-Finance has been launched in 2011, to increase access to a range of inclusive financial services to the poor and low-income population groups; support innovation in new product development and alternative delivery channels; encourage collaboration between service providers (MFIs, banks and insurance companies) to develop complementary services; and ensure the efficient and responsible growth of the industrial sector, as part of the formal financial sector. Some subsidized credit providers exist in the country.

In addition, there are government and other programmes that were founded to address the unemployment and poverty challenge among young people and other age groups. This includes the Development and Employment Fund (DEF), and the Governorates Development Fund. Voluntary savings, deposit services, insurance and technical assistance are generally not offered.

5. Project Components (Outcomes/Outputs)

This project is designed to address the complexity of youth unemployment bottlenecks and contributes to poverty reduction and social stability in Jordan. It builds on the experience and lessons learned gained from the implementation of Phase I of the UNDP implemented project, and is in alignment with and supports the objectives and approaches of the Government of Jordan plans and initiatives related to unemployment challenge; the National Agenda (2006-2015), the Employment Strategy (2011-2020), the Poverty Reduction Strategy (2013-2020),the Micro Finance Policy 2011, the Governorates Development Program (2012-2014) and the recent National Employment Campaign launched in 2013 among others, in addition to Jordan Job Compact (JJC).

The project was carried out for a period of 18 months at both the national and sub-national levels, with special focus on six governorates distributed equally in the North, Center and South of Jordan and characterized with high poverty and/or high unemployment rates; 
· Ajloun in the North (Poverty Rate 25.6, Unemployment Rate 11.4%), 
· Jerash in the North (Poverty Rate 20.3, Unemployment Rate 11.2% ), 
· Maa’n in the South (Poverty Rate is 26.6 Unemployment rate is 19.0%), 
· Karak in the South (Poverty Rate is 13.4% Unemployment rate is 17.7%),
· Tafileh in the South (Poverty Rate 17.2, Unemployment Rate 19.6%), 
· Balqa in the Center (Poverty Rate 20.9, Unemployment Rate 14.2%).
Output 1: Increased opportunities for internships in private companies and or other institutions for youth (women and men)

Activities:

· Hire project staff.

· Establish project steering committee.

· List all available private companies, and NGOs present in each governorate.

· Discuss the internship programme with the companies and NGOs, and list their needs in terms of no. of interns, education background and skills needed. 

· Advocate for the internship initiative in cooperation with local business support organizations, local Global Compact networks and other criteria, and get SC approval.

· Design internship arrangements with interested companies, based on the companies’ needs (demand driven), through the signing of MOUs.

· Solicit applications by young men and women to the internship initiative in cooperation with educational and workers’ entities.

· Organize basic employability skills workshops with private sector companies, NGOs, and ILO.

· Place interns within companies for at least 4 months, internship period.

· Follow up on satisfaction by both participants and organizations.

· Transfer the internship arrangement to the Ministry of Labor to guarantee continuity and ownership.

· Design and implement media campaigns on the output.

· Plan and implement awareness and visibility campaigns.

Output 2:  A comprehensive Youth Employment Portal is established providing a wide array of employment and career services to assist young women and men in securing decent jobs and self-employment.

Activities:

· Design and operate the portal.

· Host the established portal at the Ministry of Labour to sustain it. 

· Train the ministry staff on using and maintaining the portal.

· Link the portal to labour directorate in the six governorates.

· Design an awareness campaign on the portal.

· Organize workshops in the targeted governorates on the utilization of the portal.

· Link the portal to private sector companies in the targeted governorates to facilitate matching their needs with job seekers at the local level.

· Organise awareness campaigns on the portal targeting companies, job seekers, universities, and high schools.

Output 3: Innovative and entrepreneurial initiatives identified and strengthened within local communities.

Activities:

· Survey the targeted governorates to identify innovative business ideas.

· Identify business incubators, private sector companies, CBO’s that can further develop the business ideas.. 

· Link business plans to venture capitals, and other funding opportunities.

· Assist in marketing the business plans and link them to microfinance initiatives and the government SMEs fund.

· Conduct trainings on KAB (Know About Business).

· Plan and implement awareness campaigns on small grants.

· Provide Small grants to developed business plans and feasibility studies, and start new businesses.

· Support the establishment of new SMEs.

· Design and implement media campaigns on the output.
Output 4: Vocational training designed and supported according to the needs of each governorate.

Activities:

· Conduct national dialogue with companies to identify the vocational needs in each governorate (demand driven).

· Develop with Vocational Training Corporation customized vocational training programmes to meet the needs of the companies, and/ or support the comparative advantage of each governorate as identified in the governorates’ development plans.

· Set selection criteria for candidates (unemployed young men and women in the age group 15-26). 

· Select the candidates.

· Assist in finding jobs for trainers or support initiation of small businesses through grants and /or tools required.

· Plan and implement awareness and visibility campaigns.

· Design and implement media campaigns on the output, and to address “attitude change” towards skilled labor based jobs.

6. Purpose of the Evaluation 

An evaluation of this project is needed to build on the outputs results as the country office is in the stage of designing a third phase of the project. The objectives of the evaluation will mainly focus on:

· Evaluating the achievements of the project outputs and their contribution to the outcome.

· Assessing the effectiveness and efficiency of the project. 

· Identifying issues encountered through implementation.

· Drawing lessons learned through the project implementation. 

· Identifying the national institutions that would benefit from the evaluation and recommend types of actions needed.

· Design a project document which will identify areas of potential involvement for UNDP in the field of youth empowerment, building on the on-going Phase II of the project.

7. Approach and Methodology 

· Timeframe of Assessment stretched over the month of Sep 2014.

· UNDP Briefing: Consultant was briefed by project team as well as project officer and the project’s international consultant.

· Consultant reviewed the relevant project documentation: project document, partner memoranda of understanding and progress reports and presentations.

· Consultant conducted a field visit to the Tafilah One-Stop-Shop (OSS), met with and interviewed Tafilah Ministry of Labour (MoL) Directorate, Ministry of Interior (MoI) Tafilah focal point and OSS Team Leader and staff. 

· And finally consultant conducted interviews with representatives from the Ministry of Labour in Amman, and the implementing partners of the other three project components: 
· Ruwwad Venture Capital Fund (RVCF) 
· Jordan Career Education Foundation (JCEF) 
· Jordan Centre for Civic Education (JCCE) and Khereej.com.    

8. Findings
Output 1: Increased opportunities for internships in private companies and or other institutions for youth (women and men)

This first component of Phase II of the “Youth Employment Generation Programme in Arab Transition Countries” was designed to arrange training on employability skills and civic education followed by a paid 4-month internship (JD 200 per month) with interested companies, based on the companies’ needs. With this, UNDP is contributing to job creation through providing training and internships. 

The objectives of this component was:

· to enhance youth employability through mapping private sector companies willing to host interns for a period of four months
· to raise awareness of the private sector companies on the importance of internship programmes and corporate social responsibility
· to equip youth with skills, knowledge and experience needed for employment through training and internship

· to encourage young women to participate in the internship programme 

· to strengthen the capacities of youth to research, monitor, document, report, propose and advocate policy-based solutions to political or local issues in their communities

· to build and expand the skills of young men and women in civic engagement, political participation, advocacy and voluntary work through training and applying what they have learned   

The 7-month program targeted 120 university graduates 21-26 years of age, from six Governorates: Karak, Tafilah and Ma’an in the South, Balqa in the Center and Jarash and Ajloun in the North of Jordan at the rate of 20 beneficiaries each who have been unemployed for at least two years at a split of 60% females and 40% males. These governorates witness highest youth unemployment rates and poverty.

For the implementation of this component UNDP partnered early October 2013 with The Jordanian Center for Civic Education, JCCE who in turn partnered with Khereej.com, an established recruitment portal utilizing cutting edge technologies that brings together students and fresh graduates with public, private businesses and NGO’s. 

Khireej launched the project by a social media outreach campaign announcing the project to interested youth on Facebook, Twitter, LinkedIn, Khireej website and other outreach tools such as email shots to Khireej database. This generated an interest response of 1415 applicants from the six targeted Governorates: 211 applicants from Tafilah (83% F 17% M), 183 from Ajloun (64% F 36% M), 270 from Balqa (59% F 41% M), 220 from Jarash (61% F 39% M), 363 from Karak (68% F 32% M) and 168 from Ma’an (72% F 28% M). 

Noteworthy is that female interest was almost double the response rate of male youth or 68% for females to just 32% for males. 

The implementing partner started mapping and canvassing private companies and NGOs present in each governorate with the objective of discussing the internship programme, listing their needs in terms of no. of interns they were ready to accept, education background and skills needed. This took place through the cooperation of MoI- Local Development Directorates - Liaison Officers, telephone calls, emails and fax. Internship arrangements with interested companies were then developed based on the companies’ needs and memoranda of understanding were signed. 

Applicants were then shortlisted according to selection criteria but mainly educational backgrounds, and were contacted for a first screening interview for document and identity validation at designated meeting halls in the respective townships. 556 applicants were interviewed. 

A second and final selection interview was arranged with both MoI governorate liaison officers for their local insights and personal knowledge and acquaintance of applicants as well as potential internship providers/employers for suitability, congeniality and commitment.     

119 interns were finally selected and enrolled in a 6-week training program for employment core competencies such as communication, presentation, negotiation skills, interpersonal and leadership skills, time management, CV and business writing, customer service, emotional intelligence, conflict resolution, team building, body language and project management. 119 eventually graduated, 113 finished 4 months of internship and 27 were employed. 

JCCE held five-day workshops in January 2014 (included in the six weeks training program) to train the programme participants on ‘Citizenship Engagement’ in each of the governorates. This was a civic training designed to create critical thinking, promote awareness of human rights, acceptance, conflict prevention, accountability and ‘lobbying’ among other. Participants were trained to research and identify a public policy issue/problem within their community that they would propose a solution to or lobby to solve. The initiatives would be implemented in steps: define the problem, create solutions, develop an action plan. Final topics identified were related to water recycling/in a school garden in Jarash; education reform to meet market needs in Balqa; weak healthcare services in Tafilah; tourism promotion in Ajloun; dropout trends from schools in Karak; and female unemployment in Wadi Mousa/Ma’an.   

UNDP signed MoU with the private companies and Local Organizations which hosted the internship project with cooperation of local governorates and the focal points.

Young people signed a conduct of ethics to be committed to work as interns in the companies

Monthly meetings were conducted by UNDP team and the focal points in the governorates to follow up on the monthly received evaluation forms by the private sector and discuss the impact of this experience on youth. The implementation of this component faced many challenges. The private sector presence in the Governorates is weak and limited for internship purposes let alone permanent placement. Slow response and process as many most of these businesses are technologically challenged; no emails or lack or late response, no fax numbers which impacted the registration process.   

On the participant side, there was a cultural stigma against training and placement by university graduates in two main business sectors: hospitality and tourism, the main sector in Wadi Moussa and banking due to cultural or religious reasons. 
The timeline given posed a challenge. Six weeks were assigned for skill training, four months for internships while a period of six weeks only was assigned for the recruitment process of both youth and private sector.    
Finally, the project management witnessed a change of hands in the middle of the process.   
Output 2:  Establishment of a ONE-STOP-SHOP (OSS) in Tafilah to provide a wide array of employment and career services, and to assist young women and men in securing decent jobs

(we should mention that UNDP output was to have a portal but as we knew that MOL are working and developing one, and their need was to establish the OSS in Tafileh)

The establishment of the One-Stop-Shop in Al Tafileh is one of the outputs of the “Youth Employment Generation Programme in Arab Transition Countries - Jordan Component - Phase II” project which is financed by the Government of Japan and designed and implemented by UNDP-Jordan to address the complexity of youth unemployment bottlenecks and contributes to poverty reduction and social stability in Jordan. In August 2013 UNDP and Jordan’s Ministry of Labour (MoL) signed a memorandum of understanding towards the establishment of OSS in Tafilah Labor Directorate building on the experience of the MoL and other international organizations who established similar one-stop-shops for employment and career guidance services in Irbid and Amman.  

Originally a comprehensive ‘Youth Employment Portal’ was envisaged by UNDP however MoL was already working on developing this portal and it was in its final stages. Support for OSS proved more expedient at this stage by UNDP. The choice of OSS in the South compliments having similar outlets in the North and Centre of Jordan, in addition to the fact that Tafilah suffers high poverty and unemployment rates. The concept was launched by the MoL in Irbid first in 2012 and in Abdali (Amman) in June 2013. The ministry plans to convert all MoL Directorates into OSSs, and expand the network of one-stop-shops gradually throughout the Kingdom, however budgetary constraints seem to prolong the process.  

The ‘One-Stop-Shop’ approach for providing employment and career guidance services is recognized as one of the best practices to ensure efficient and effective provision of services to job seekers. Developing a modern employment office that provides career guidance and employment services in OSS is an excellent starting point to enhance collaboration and coordination between the different entities providing employment services in Jordan.

The OSS is expected to receive around 4000 unemployed youth who are seeking career guidance and training. It is expected that 30% of the beneficiaries will be unemployed women. 

The main objectives of this solution are:

· Keep job seekers better informed and skilled to choose their career, search and apply for jobs;

· Allow employers to freely recruit individuals with skills/competencies that needs;

· Keep youth, in particular students at different levels of education, well-informed on their capacities and interests as well as the labour market needs and trends;

· Allow women job seekers to pursue job searching and screening more effectively;

· The MoL would be in a better position to apply, and update, the employment strategy based on the experience gained from undertaking the one-stop-shop activities. 

· Provide access to basic high quality employment services such as job placement, job matching, career guidance, consultations to vocational education and training programs.

For this purpose, an international employment expert from Syria, Dr. Hala Rizk, was recruited by UNDP in Dec 2013, to assess the current status of Tafilah Labour Directorate, to provide technical assistance on the OSS establishment in Tafilah, and to propose updated strategies and methodologies to better address the ultimate beneficiaries. Finally, the expert was assigned to propose a new set-up for the OSS, taking into consideration the Jordanian and other models from the Arab region to bridge the gaps within the current practices in Jordan.

UNDP undertook the rehabilitation of the Tafilah labour Directorate in order to house the OSS unit. The directorate was totally renovated and refurbished, with offices for the OSS team, counters, billboards, one-on-one interview cubicles for privacy, a TV screen for updating visiting applicants on MoL news and releases. A training room was also reserved for workshops with the necessary overhead projector and other visual aids.  

Five employees were recruited or assigned from the directorate to man the OSS unit…the Labor Directorate director is the OSS manager, a unit coordinator (who is seconded from the Vocational Training Corporation (VTC), a marketing officer who is tasked with visiting employers and introducing the OSS services, and a data entry officer beside a representative of the National Employment and Training Corporation (Armed Forces). UNDP conducted an orientation and semi training workshop for the MoL responsible team and the OSS related staff from all the three locations and one of the outputs of this workshop a training plan was developed by the international expert and the MoL training team. The OSS team was trained in Tafilah for three days and in Abdali (Amman) OSS for another two days. 

As at 31st August 2014, the MoL Directorate in Tafilah received 339 job seekers (from January) – 113 (F) and 226 (M) and the number of employed (after the conversion of the OSS in March) was 39 - 31 (F) and 8 (M) in May 2014; 24 in July - 24 (M); 34 in August - 3 (F) and 31 (M); a total 63 males and 34 females. 

From its soft launch the OSS has been archiving the manual backlog of job seekers, and started the data entry exercise in May 2014. A specially designed Job Application is now distributed that all applicants/job seekers have to fill out. This is uploaded to the National Electronic Employment System with password so job seekers link up with job openings posted by employers online. The application must be filled out with personal information, educational qualifications, required/desired jobs, previous experience, training courses, special skills and languages and references among others. Applicants have also to fill out a ‘creativity’ test provided by KAFD that only the evaluators have access to. This is needed to assess level of commitment, level of emotional intelligence, communication skills etc…

The OSS Director recommended that this test is given to school pupils for career guidance to raise awareness of the job market and requirements. 

Official opening of the OSS was conducted on Sept 29th 2014 by UNDP, MoL and Tafileh Governorates officials.

Challenges 

NEES software needs rigorous upgrading as it does not provide feedback nor data mining possibilities to MoL/OSS teams. 

Applicants cannot follow-up online the status of their application, either.

Increased capacity building is required especially in the applicant evaluation/assessment techniques. 

The only drawback that was mentioned is that the mere posting of applications raises high expectations for employment in an environment that is not generally responsive to meeting such expectations. The risk is that job seekers are ready under any circumstances to take up jobs below the minimum wage, and are subjected to all sorts of pressures not to divulge actual agreed pay. Protection legislations should be developed and put in place, in particular where social security (and medical insurance, if any) are concerned. 

Outcome 3. Innovative and entrepreneurial initiatives identified and strengthened within local communities. 

Output 3. Enhance entrepreneurial capacity building and facilitate funding.  
Targeting youth employment creation, the project aimed at establishing 48 microbusinesses in six targeted governorates: Karak, Tafilah and Ma’an in the South, Balqa in the Center and Jarash and Ajloun in the North of Jordan. These governorates witness highest youth unemployment rates and poverty. With this, UNDP is contributing to job creation through providing training, business support services and establishing and developing youth microbusinesses based on entrepreneurial business idea creation. 
Implementing partner: Ruwwad for Development and Ruwwad Micro-Venture Fund (RMVF) 

The partnership agreement was signed end July 2013 for a working duration of 12 months. 
The project aimed at training around 300 candidates at the rate of 50 - 60 candidates in each of the six governorates over a period of one year, four months for two governorates simultaneously ending up with the establishment of 8 microbusinesses in each governorate at the end of the project cycle.
Training focused on entrepreneurship skills and idea generation in order to equip participants on skills and attitudes to start one’s own business, and to help understand fundamental concepts needed to open a business, run the operation and evaluate business opportunities. 
The training “Planning Your Own Small Business” outline was as follows:

· Characteristics of small business  
· Preparing a business plan

· Preparing a feasibility study for the intended business

· Fundamentals of customer service

· Fundamentals of sales, marketing and branding

· Fundamentals of small business accounting

· Management skills

· Legal considerations

· Pitching a business idea  
Participant selection
Ruwwad and UNDP opted not to go with a governorate level public announcement but a targeted outreach with partners with physical presence and grassroots experience in the target governorates. Ruwwad had already existing partnerships such as the Enhanced Productivity Centers Programme, IRADA, The Jordanian Hashemite Fund For Human Development, JOHUD, the National Microfinance Bank of the King Abdullah Fund for Development, NMB, King Abdullah II Fund for Development/All Jordan Youth Commission to mention, AJYC, The Jordan River Foundation, JRF, to mention a few.
Depending on governorate, the implementing partner organized a partners’ meeting to introduce the project and solicit assistance in recommending candidate trainees from their own databases and their local knowledge according to agreed UNDP selection criteria:

· Youth entrepreneurs in the ages 20-36 

· From local community

· Youth entrepreneurs demonstrating commitment and potential to start/grow the business as well as the required level of motivation and passion to run the business.
· Youth entrepreneurs (and business) should have the commitment and potential to create at least three jobs after three years. 
· The business idea should address a community market need.

· The idea should be profit making or income generating.  

Recommended candidates were then invited to a community meeting where the project was introduced and criteria established. Interested candidates filled out initial ‘business idea’ applications. The application required applicants to fill out personal profiles, business idea information, project product and services and project cost to allow for the screening and validation process. The top 50 – 60 applicants were then selected to participate in the training sessions in each governorate “Planning Your Own Small Business” by instructors from ‘Beyond Excellence’. 
The training sessions include mentoring on ‘business plan development’ that are later submitted via a specially designed application. Business plan applications are then submitted directly or through the project partners for assessment and shortlisting for a mentoring workshop on ‘Pitching, Marketing and Finance’ to give applicants the opportunity to pitch in front of a mock panel made up of trainers and programme team staff. Feedback on applicants was also secured from trainers and field officers. 
The top 20-25 candidates were then nominated for pitching their business ideas before a specialized jury. 8 finalists were then chosen from each governorate.
Funding and business initiation 

Phase One: The funding of microbusinesses entails a basic ‘grant’ from UNDP and an equity stake of 16.6% for the micro-venture fund, Ruwwad that has a fixed term of 10 years. Depending on nature of microbusiness, the amount, generally not exceeding JD 6,000, is paid out in tranches according to progress of business establishment procedures. RMVF manages various legal formalities such as signing agreement, company registration, bank account opening, and branding etc…Business is established during this Phase One. 
Phase Two: of the process is ‘business support’ in form of continued mentoring and support services for established businesses by the micro-venture fund. Such support services include legal counsel, accounting and bookkeeping, sales assistance and marketing and cultural mentoring by local trainers. Each business commits to file a monthly report.
Phase Three: is exit policy. As such, microbusinesses established are fully owned by beneficiaries, although each beneficiary will be asked to buy back at 10% of funds invested by RMVF (16.6% of total funding given) on an annual basis once they start generating sufficient profits, until the investment is repaid and RMVF exits the business. This patient investment approach provides flexibility and support for microbusinesses while they are in the early stages.   
Tafilah Impact Report  
Program Cycle: Sep – Dec 2013
Local Partners: KAFD/AJYC, IRADA, JRF 

Community Meetings: 21 Sep, 29 Sep and 2 Oct, 2013
Attendance: 191 community members (104 male and 87 female)

Applications received: 159
“Planning Your Own Small Business” Training: 58 aspiring entrepreneurs (36 business ideas)
Shortlisted for Pitching Training: 34 
Pitching Applicants: 21  

Finalist business ideas: 8 for funding program (5 F – 4 M)
1. Ibtisam Khalfat – Child learning Development Centre (F)

2. Mashour Al-Sqour – Agricultural Nursery and Outlet (M)
3. Fatmeh Abu Mahfouz – Handicraft Workshop and Training Centre (F)
4. Fardous Al-Houdi – Soap production Workshop (F)

5. Motasem Al-Qatamein – Sewing and Handicraft Workshop (M)

6. Rula Al-Oran – Dairy product Workshop (F)

7. Ahmad Al-Mazaydeh – Computer Store (M)

8. Anas Al-Zaidaniin -  Furniture Reupholstering Business (M)
Ajloun Impact Report  

Program Cycle: Sep – Dec 2013

Local Partners: KAFD/AJYC, IRADA, JRF 

Community Meetings: 25 Sep, 30 Sep and 5 Oct, 2013

Attendance: 349 community members (214 male and 135 female)

Applications received: 239
“Planning Your Own Small Business” Training: 57 aspiring entrepreneurs (49 business ideas)
Shortlisted for Pitching Training: 48 

Pitching Applicants: 22  

Finalist business ideas: 8 for funding program (4 F – 4 M)
1. Mai Freih – Recycling Design Workshop (F)

2. Bayan Ata – Handicraft Academy and Store (F)

3. Hazem Smadi – Car Reupholstering Services (M)

4. Omar Momani – Carpentry Workshop (M)

5. Ahlam Rshaideh – Handmade bags Workshop (F)

6. Talal Bani Nasr – Gypsum Workshop (M)

7. Hazem Momani – Pizzeria (M)

8. Alaa Al-Momani – Cleaning Services (F)

Karak Impact Report  

Program Cycle: Jan – April 2014

Local Partners: KAFD/AJYC, JOHUD, Thikra Initiative, Karak Innovation Club, IRADA, NMB, Tamweelcom, Lothan Youth Achievement Center, LoYAC 

Community Meetings: 14, 19, 21 and 25 Jan 2014
Attendance: 226 community members (111 male and 115 female)

Applications received: 120
“Planning Your Own Small Business” Training: 55 aspiring entrepreneurs (35 business ideas)
Shortlisted for Pitching Training: 35
Pitching Applicants: 21  

Finalist business ideas: 8 for funding program (4 F – 4 M)
1. Arwa Al-Amoro – Dairy Shop (F)

2. Zikriyat Batoush – Handicraft Supplies (F)

3. Hamza Ja’afreh – Car Reupholstering (M)

4. Mohammad Howamel– Bookshop (M)

5. Ebada Mahadeen – Spices Store (M)

6. Amer Al-Bawat – Electrical Repairs (M)

7. Isra’ Al-Qatawneh – Tuition Centre (F)

8. Batoul Shamayleh – Mushroom Farm (F)

Balqa Impact Report  

Program Cycle: Jan – April 2014
Local Partners: National Aid Fund, NAF, Ain Al Basha Institute (Females), Ain Al Basha Institute (Males), IRADA, Salt Hotel Institute, Moussa Al Saket Association, Friends of Parliaments Association, NMB, Tamweelcom, Balqa Youth Organization, Salt Handicraft Institute 
Community Meetings: 13, 18 and 22 Jan 2014 
Attendance: 358 community members (194 male and 164 female)

Applications received: 193
“Planning Your Own Small Business” Training: 51 aspiring entrepreneurs
Shortlisted for Pitching Training: 30
Pitching Applicants: 21 

Finalist business ideas: 8 for funding program (7 F – 1 M)
1. Wafa’ Salameh – Catering Kitchen (F)

2. Islam Arabiyat – Handicrafts (F)

3. Fatimah Hussein – Pottery Workshop (F)

4. Ayesha Amayreh – Tuition Centre (F)

5. Firas Al-Awadat – Perfumes and Accessories (M)

6. Areej Kharabsheh – Sewing Workshop (F)

7. Buthayna Arabiyat – Mushroom Farm (F)

8. Tatiana Tchilouk – Beauty Salon (F)

Ma’an Impact Report  

Program Cycle: May – Aug 2014

Local Partners: KAFD/AJYC, IRADA, VTC, National Aid Fund (NAF), JOHUD, Shobak Youth Club, Wadi Mousa Youth Club 

Community Meetings: 11, 14 and 19 May 2014

Attendance: 285 community members (127 male and 158 female)

Applications received: 200
“Planning Your Own Small Business” Training: 70 aspiring entrepreneurs (41 business ideas)
Shortlisted for Pitching Training: 24
Pitching Applicants: 24 

Finalist business ideas: 8 for funding program (6 F – 2 M)
1. Ahmad Mashaleh – Design and Print Workshop (M)

2. Ruwaida mazaydeh – Beauty Salon (F)

3. Asma Twaisy – Beauty Salon (F)

4. Sahar Al Hasanat – Sewing Workshop (F)

5. Mariam Sabahin – Women and Children Clothing Shop (F)

6. Hanan Thyabat – Maternity and Baby Shop (F)

7. Humam Attiyat – Tire Repair and Oil Change (M)

8. Manal Al-Hilali – Faux Bijoux and Jewelry Creations (F)

Jarash Impact Report  

Program Cycle: May – Aug 2014

Local Partners: KAFD/AJYC, JOHUD, Union of Jordanian Women, IRADA, VTC, Jordanian National Forum for Women 
Community Meetings: 11, 14 and 19 May 2014

Attendance: 249 community members (79 male and 170 female)

Applications received: 116
“Planning Your Own Small Business” Training: 57 aspiring entrepreneurs (35 business ideas)
Shortlisted for Pitching Training: 35 

Pitching Applicants: 20 

Finalist business ideas: 8 for funding program (6 F - 2 M)   
1. Yasin Al-Hanatleh – Agricultural Nursery (M)

2. Ahmad Al Athamdat – Computer & Electronics Shop (M)

3. Inas Khalaf – Dairy Products (F)

4. Mais Nawasreh – Handicrafts and Gym Centre (F)

5. Hiba Abdo – Flower Shop (F)

6. Dana Qur’aan – Sewing Workshop (F)

7. Abeer Zoubi – Indoor Plants Nursery (F)

8. Majdoleen Ghazalat – Cultural Centre (F)

In total the Micro-Venture Fund initiative attracted the interest of 1,658 young men and women into various community meetings that introduced the program and raised awareness on micro-venture capital funding as a work opportunity. Attendance was an even split of 50%/50% between males and females. That 50% of attendants were females is an achievement by itself as ‘self-employment’ ventures are predominantly desired by males in favour of less risky, more stable permanent employment by females. This could maybe a sign of hopeful shifting attitudes towards women’s business and work engagement.   

These community introductory meetings generated a total of 1025 applications for ‘business plan training’ or a 62% response rate. Successful applicants for business plan training amounted to 348 almost exceeding the target of 50-60 in each governorate generating a shortlist of 206 successful business plans for ‘pitching training’ that ended up in 129 pitching applicants and 48 finalist business ideas that were targeted for funding opportunities. This means a creation of 192 new employment opportunities within the first three years in the life of the new ventures impacting the livelihoods of around 1150 community members or more in rural communities that household members exceed 6 persons.      

Output 4: Vocational training designed and supported according to the needs of each governorate.

Within the context of the “Youth Employment Generation Programme in Arab Transition Countries - Jordan Component - Phase II” which is financed by the Government of Japan, UNDP-Jordan designed and implemented this component in partnership with Jordan Career Education Foundation, JCEF. On Sep 1st 2013 UNDP and JCEF signed a cooperation agreement to implement the Vocational Training and Employment Component for a total 180 unemployed youth in six targeted governorates. The project lasted 9 months and ended 31st may 2014 (with extension period till end Sept. 2014).  
The main objective of the project was to provide unemployed youth from the Governorates of Tafilah, Karak, Ma’an, Jarash, Ajloun and Balqa with the skills needed to succeed in the job market, as well as vocational skills that meet demands of private sector companies in the fields of Heating, Ventilation and Air-conditioning (HVAC), Hospitality, Assembly Line Production and Light Industry. JCEF would undertake at the end of this technical training to arrange for on-the-job training opportunities eventual and placement of graduating youth targeting at least a 30% minimum participation rate in vocational training.     

As a first step JCEF conducted brief needs assessments with private sector companies to identify the vocational needs in each governorate (demand driven). 

JCEF also partnered with an existing network of relevant public sector institution, mainly the VTC’s and MoL Directorates, as well as NGO partners in the program participant recruitment process, CV referrals as well as public outreach tools. 

Eligible program applicants had to be of ages (above16 to-26), high school dropouts, high school graduates and youth with no university education, unemployed for at least two years and residents of target governorates with a good conduct record and of good health. 

Program applicants had to fill out an application with self and family assessment, commitment and job market experience as well as life attitudes and outlooks. JCEF field officers and MoI focal points from the local development departments in each governorate with on ground experience and specialized regional insights conducted filtering personal interviews with applicants to establish levels of interest and commitment. JCEF received 400 applications and final entrants amounted to 199 trainees as follows:

· HVAC Training (Jarash – Ajloun - Balqa)


· 60 applicants
25 accepted 

· Light Machinery Operation (forklift handling) (Jarash – Ajloun)


· 45 applicants
18 accepted

· Assembly Line Training (Garment Industry) (Tafilah – Jarash - Ajloun - Balqa) 

· 261applicants
137 accepted (all females)

· Hospitality Training (Karak)

· 34applicants
19 accepted All Males

Final number of beneficiaries was 190 who participated in a 60 hour ‘Workplace Success’ course as stage one. These young job seekers were equipped with critical professional skills in areas of interpersonal relationships, communication, assertiveness, teamwork, leadership and professional ethics in addition to labour law and labour rights. Curriculum is designed and continuously developed by JCEF’s international partner, Education for Employment, EFE, Global and EFE Europe - United States (Washington, DC and New York City), Europe (Madrid) and the UAE (Dubai) who provide training, expertise in implementing youth employment programs. Training took place in VTC facilities in the governorates.

157 graduated on different stages during the implementation period and 145 went on to a one-month vocational training by private companies’ specialized trainers and respective vocational training centres, VTCs. 

· HVAC Training 

JCEF partnered with LG Al Asalah Academy to deliver the HVAC technical training at their training venues.

· Hospitality Training 

JCEF partnered with Jordan Hotel Association (JHA), to deliver technical training in order to prepare youth for work in hospitality/tourism sector. 

· Light Machinery Operation 

JCEF partnered with IKEA to train youth in light machinery operation such as forklift handling 

· Assembly Line Training (Garment Industry) 

JCEF partnered with local vocational training centres and local factories in Jarash, Ajloun, Tafilah and Balqa for technical training course for young women for future employment in the garment industry.   

At the conclusion of the technical training component JCEF arranged ‘on the job training’ for all participants who completed the training for practical application. As at Sep 1st, 2014 127 of the trainees landed full-time jobs with the training employers after the completing the on-the-job-training, however many, and mostly the males, left their placement in the HVAC, Light Industry or Hospitality. Females, and this has to be commended proved a much higher commitment and resilience and most of them retained their employment. 

· HVAC Training (Jarash – Ajloun - Balqa)
MALES
· Out of 25 trained, 21 employed only 3 are left with LG 

· Light Machinery Operation (Jarash – Ajloun)
 MALES
· Out of 12 trained, 10 employed none remained in his job (no proper job was offered to the youth after the on job training)

· Hospitality Training (Karak)
MALES
· Out of 17 trained, 7 employed none remained in his job (no proper job was offered to the youth after the on job training)

· Assembly Line Training (Garment Industry) (Tafilah – Jarash - Ajloun - Balqa) ALL FEMALES
· Tafilah1
Out of 24 trained, 24 were employed, 19 are on the job (Tafilah Grand Textile Factory)

· Tafilah2
Out of 33 trained and employed, 32 are on the job (Tafilah Grand Textile Factory)   

· Jarash
Out of 27 trained, 25 were employed, 21 are on the job (Al Kitteh Textile Factory)

· Ajloun
Out of 25 trained, 20 were employed, 9 are on the job (Al Aser Textile Factory)

· Balqa

Out of 26 trained and employed, 17 are on the job

While Assembly Line Training proved to be a major success in Tafilah, and to some extent in Jarash, Ajloun which is witnessing one of the highest unemployment rates in the Kingdom, did not fare well due to a lower job retention rate.

Female trainees proved more committed and resilient, in contrast to their male peers. 

Project Closure & Graduation Event

UNDP organized by the end of the project a big event to gather all the young beneficiaries from all the six governorates to attend their graduation event and receive their certificates (internship certificates, vocational training certificates, work to success certificates, and how to plan your business certificates).

The event was under the patronage of the Minister of Interior and with the presence of the representatives from the Embassy of Japan. In the event we hosted all the official governors from the six governorates, the implementing partners, related ministers (Ministry of Labour, Ministry of Planning and International Cooperation).

Young people from different governorates shared their stories with the audience, and a short film showed the project main achievements.

UNDP also honored the donor agency (Embassy of Japan), all the related ministries, governors, implementing partners, Focal points from the local development units in Amman and in the six governorates and the private sectors companies and factories which kept the young people with them after the training period.

The event closure was with a small display gallery for the youth civic initiatives and for some of the products of the established SMEs. In addition to that, the beneficiaries from Mu’an in the SME’s component signed their contracts and agreements with Ruwwad during the event in order to start their businesses. 
9. Conclusions and Recommendations; 

a. Conclusions

· Phase II of the “Youth Employment Generation Programme in Arab Transition Countries - Jordan Component” which was financed by the Government of Japan and implemented by UNDP-Jordan lasted 18 months. It was in contrast to Phase I, ‘demand-driven’, focused and entailed: A research/survey component, ‘Labour Market: The Case of Vocational Training in Jordan’, results of which published in July 2014 shedding the light on both the supply and demand sides of the labour market; the establishment of the Tafilah OSS; an internship program; a vocational training program and a venture-capital fund initiative.    
· In spite of logistical, bureaucratic, cultural and business/economic infrastructural challenges in the governorates, UNDP has made good on various outputs and can claim great success stories specifically in the areas of venture-capital funding, vocational training and internship for women in particular, and even placement, also in the case of female employment, specifically in the garment industries. 

· The research component, as well as internship/placement drives, show that the private business sector in the governorates is in no economic position to absorb growing numbers of job seekers, whether for internship or for permanent employment. A very small percentage of businesses are in actual need for new recruits, or have the capacity to offer on-the-job-training, and if they did, the pay for both graduates and interns is not attractive. 

· Commitment and work ethics remain obstacles to long-term internship or retention, in particular for male job seekers who continue to have an eye on openings in the army, police or public sector agencies as the main competition to private sector engagement. 
· Females on the other hand show more seriousness and commitment as quasi a ‘captive audience’ for training, internship and employment schemes.    
· What the findings also indicate is that there are still major hurdles of a cultural nature for internship and placement in the areas of hospitality and tourism, for both genders but females in particular either from parents or for religious reasons.    
· Phase II has featured ‘demand driven’ initiatives, but more importantly forged true and successful partnerships with Government, local administrations, civil society and grass root organizations. Phase II of the “Youth Employment Generation Programme - Jordan Component” can be characterised as a phase of ‘developmental partnership’, hence the considerable success but also valuable lessons learnt. 
· The partnership with the Local Development Directorate of the Ministry of Interior has proven to be an invaluable and vital key to the success of various UNDP local community drives. Regional liaison officers were there to guide, facilitate, support, recruit and offer local insights. The Local Development  Units in the governorates are actively participating in these UNDP drives, are being empowered, and are acquiring ‘development’ knowledge and turning local development into practicable and actionable concepts.
· The partnership with the Ministry of Labour, regional Directorates and VTC and regional training centres, has also proven key to the success of various UNDP initiatives that the MoL would eventually have to take ownership of, for the sake of sustainability, follow up and implementation of national employment strategies and policies.         

· Similarly, UNDP implementing partners in this second phase have solicited the partnership of many of local civil society organizations and NGO’s for their grass root experience, local knowledge, insights and advise. These NGO’s have played a major role in the huge success of venture-capital fund activities. 

b. Recommendations 
· The central question to be raised after the completion of Phase II addresses the role of UNDP as a development agency, thus UNDP is advised to present the methodology and results to MOL to adopt the successful approaches and insure sustainability and benefit from lessons learned 
· The UNDP stated objectives are to address the challenge of lack of youth ‘employability’ skills, to provide them with the necessary experience and needed skills that would enhance their marketability and employment opportunities and to enable them to compete in the labor market.  
· Hence, the central question and the premise that should drive any potential Phase III of the “Youth Employment Generation Programme - Jordan Component” is ‘employability VS employment’. 
· Accordingly, it is strongly recommended, and based on the experiences of Phases I and II, that UNDP pursues the ‘employability’ route of youth and not necessarily their direct placement and employment. UNDP is a development programme and not an employment or recruitment agency.  
· UNDP focus, energy and funds should gear future activities toward preparing committed and responsible youth with a high level of national sense of belonging, identity, national immunity, a sense for civic and public engagement, a sense of self-worth within the community they serve and benefit from. 
· UNDP should energize the youth to become responsible citizens, equip them with the strength and inner drive for self-realization and achievement…to give them the ammunition to face the world, seize opportunities, including but foremost, the ‘first job’, and fight for survival. 
· In the face of severe competition from the public sector as a ‘preferred employment venue’ for male youth, UNDP is to shift gears towards female focused programmes especially that Phase II experience shows females have a higher sense of commitment and self-realization due to many cultural and practical reasons. Young women, and against conventional wisdom, are ready today to take that ‘risk’, step out of their homes, against all odds, take the first job and persevere. 
· A ‘Financial Literacy for Women’ is one innovative training project that can be organized with one financial institution like the Arab Bank for example. Women are trained to keep ‘household books’, budgeting and managing simple accounting, for their own household purposes, household informal business but rather for self-employment and micro own projects.   
· It is however not suggested that the ‘male component’ takes back stage in UNDP development activities. In fact, more rigorous selection criteria for males are applied with a strong focus on ‘social’ responsibility and awareness. It is highly recommended and for all future endeavors that UNDP exercises a more conscious ‘filtering’ procedure to attract only the most committed…beginning with a test on public engagement such as participating in national or local elections, social or sports club or association membership, knowledge of the constitution, recognition of national achievements and sense of pride, volunteerism, tolerance and acceptance, fundamental human rights and other ‘emotional intelligence’ measures. Only the fittest are recruited to join vocational training, internship and otherwise ‘orientation’ courses. 
· The micro-businesses and entrepreneurial program with support for starting up period proved be successful at the remote governorates due to limited job opportunities and the preference of youth to work within their communities especially for women, thus UNDP is recommended to continue with venture-capital funding in other localities and governorates, especially the urban centers. 
· Engaging the private sector in the initiatives was an added value, through partnering with beneficiaries to support them in establishing and sustain their microbusinesses, opening remote satellite factories to respond to the demand of female vocational training beneficiaries, hosting the interns, thus UNDP is recommended to enhance the engagement of private sector in its programs and promote the CSR concept and the vital role of private sector in local development.  
· A ‘First Job’ training of one week should be introduced to fresh ‘market entrants’ such as VTC, community college and university graduates, that tackles the question of first job, its importance as a jumpstart to the realities of the job market, in particular when offered jobs do not match academic or career specializations. Importantly, these workshops should feature ‘role models’ who ventured into ‘a first job’ that offered a rewarding career path or life experience.  
· In the case of hospitality and tourism, banking and otherwise ‘stigmatized’ sectors, vocational or internship opportunities should engage parents on visits to real job environments where they and their sons/daughters can observe and live a firsthand experience of offered internships/placements in order to mitigate ‘misconceptions’ towards certain workplaces.          
· Finally, and most importantly, it is strongly recommended that UNDP established a small ‘delivery unit’ as a necessary mechanism designed to follow-up and monitor the sustainability of initiated and exited initiatives even when the ownership of such initiatives is transferred to Government or private sector partners. 
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