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Executive Summary

ordan faces extremely high levels of youth un-
employment: 19% of male and 48% of female
youth between the ages of 19 to 24 years old
ant to work but can’t find jobs. For men, the tran-
sition from school to work is slow (on average 15
months), but for women the school to work transi-
tion often never takes place. If women can’t smooth-
ly transition from school to work, then they are
likely to simply give up searching, which is reflected
in the low and declining levels of female labor force
participation over women’s life cycles.

In this context of high female unemployment and
low female labor force participation, the Jordanian
government, after discussions between the World
Bank President Mr. Robert Zoellick and H.E. for-
mer Prime Minister of Jordan, Nader Al Dahabi,
and H.E. former Minister of Planning, Ms. Souhair
Al-Ali, requested the World Bank’s support to de-
velop an employment pilot targeting female com-
munity college graduates in 2009. This pilot is part
of a broader technical assistance program supporting
the reform of the public community college system
in Jordan. Educated women make up the majority of
the unemployed women in Jordan, and employment
prospects are particularly constrained for female
community college graduates because they compete
in similar sectors with female university graduates.

Intensive consultations were held with a broad-based
set of stakeholders including young students, private
sector firms, chambers of commerce and industry, Al
Balqa Applied University, deans of community colleg-

es, a Steering Committee comprising representatives
from the Jordanian National Council for Women, the
Ministries of Higher Education, Planning and Inter-
national Cooperation, Labor, and the Department of
Statistics, and a Gender Advisory Group comprising
of civil society representatives and the private sector.
The primary counterpart on the government side was
Ministry of Planning and International Cooperation.
These discussions framed the objective and the de-
sign for Jordan New work Opportunities for Women
(Jordan NOW) pilot launched under the patronage
of Her Majesty Queen Rania Al Abdullah.

The objective of the Jordan NOW pilot was to in-
crease female labor force participation and help
women gain real world job experience. In particular,
the hope was to improve information between firms
and potential workers, create an opportunity to
change negative stereotypes from firms and young
women about women’s role in the labor market, and
improve soft skills and communication. Therefore,
the pilot comprised of two interventions—employ-
ability skills training and job vouchers—targeting
the 2010 cohort of female graduates of public com-
munity colleges. The employability skills training
was conducted by the Business Development Cen-
ter (BDC), a leader in training services in Jordan,
and consisted of 17 45-hour interactive courses on
effective communication, business writing skills,
time management, positive thinking, customer ser-
vice, interviewing skills, and other non-cognitive
skills. The job vouchers, which were a short-term
incentive for firms to take a chance on hiring young
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women, were assigned to the beneficiaries and valid
for a maximum employment duration of 6 months
over an 11 month period from October 2010 to
August 2011. The vouchers were administered by
Dajani Consulting, through a Management Infor-
mation System that tracked, updated and provided
monthly progress reports on voucher recipients and
the firms that hired voucher holders. As voucher
administrators, they were responsible for manag-
ing the fund for payments to firms under the job
voucher component supervision of this fund and
reimbursement of voucher funds to employers upon
stringent verification of eligibility criteria and em-
ployment contracts. A team of 4 to 5 World Bank
staff continuously monitored and supervised prog-
ress and implementation.

In order to rigorously evaluate the impact of the two
employment interventions, we integrated the Jordan
NOW pilot with a randomized evaluation, the gold
standard of evaluations. In 2010, we assigned female
graduates from 8 out of the 14 public Al Balqa com-
munity colleges throughout Jordan to receive either
the job voucher, opportunity to participate in train-
ing, both the job voucher and the training, or nothing
through a lottery design. Of the 1350 participants in
our program, 300 were assigned to the voucher only,
300 were assigned to training, 300 assigned to both
the voucher and the training, and 450 were assigned
to a control group that received no benefits. In ad-
dition to ensuring fairness, another objective of the
lottery design was to guarantee that each group was
comprised of participants with similar characteristics,
which is important in evaluating the effects of the pi-
lot interventions at a later stage. Any observed differ-
ences between the groups in the future can be clearly
attributed to the interventions rather than any pre-
existing differences in characteristics between groups.

Our rigorous evaluation design was followed up
with meticulous data collection by Dajani Consult-
ing. We conducted a baseline survey one month
prior to graduation, a midline survey 8 months af-
ter graduation while the vouchers were still active,
and an endline survey 16 months after graduation
when all the interventions had been completed. We
successfully followed up with more than 93% of

participants in each survey. We merged administra-
tive data from the training program, monthly MIS
voucher tracking and verification data, and the data
from the Social Security Corporation of Jordan to
our survey data. Finally, we conducted a survey of
nearly all firms who employed Jordan NOW partici-
pants in April 2010 to analyze what happened from
the firm’s perspective.

Overall, the objectives of the Jordan NOW pi-
lot were to increase labor force participation and
to give young female graduates a chance to accrue
some work experience (Figure 1). These objectives
were fully met by the job voucher intervention:
16 months after graduation, girls assigned to the
voucher group had rates of labor force participa-
tion that were 10 percentage points higher relative
to their peers in other groups. Moreover, they had
accrued job market experience and were 27% more
likely to have ever worked. On average, they gained
2.5 months of additional work experience. These ef-
fects were much stronger in governorates outside of
Central Jordan. So, the job voucher was successful
in speeding up the school-to-work transition and
helping more girls get jobs quickly.

While the job voucher was active, female graduates
with job vouchers were 39 percent more likely to
work than female graduates without job vouchers.
However, this employment generation was tempo-
rary in nature (see Figure 2 and Figure 3). After the
vouchers expired, the overall employment rate of fe-

FIGURE 1. Labor Force Participation and
Work Experience among Jordan
NOW Participants
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male graduates with vouchers returned to what the
rate would have been had this group never received
vouchers. Outside Central Jordan, girls with vouch-
ers continued to have higher employment rates, but
this may have come at the expense of those who
didn’t carry vouchers.

Employability skills training had no statistically sig-
nificant impacts on employment outcomes, either
in the short term, 6 months after all training had
been completed, or in the more medium term, 14
months after training and 4 months after the pilot
concluded. Neither did it have a detectable impact
on labor force participation or work experience.
However, training boosted self-confidence and
mental well-being among the graduates.

FIGURE 2. Proportion of Female Graduates
Employed in April 2011 (While
the Job Vouchers are Active)
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FIGURE 3. Proportion of Female Graduates
Employed in December 2011
(Three Months after all Vouchers

Ended)
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EXECUTIVE SUMMARY

The hard cash of the wage subsidy induced firms
to take a chance on hiring workers they wouldn’t
have otherwise hired. Absent the job voucher, many
of these firms did not consider the productivity of
these employees to be worth the 150 JD. Indeed,
many firms offered their employees lower wages,
which many girls with expired vouchers would not
accept. It might be the case that these firms were
constrained on the demand side: they could not af-
ford to hire an additional employee at any wage.

The results point to a lack of job creation that con-
strains the demand for labor of these young workers.
Boosting private sector led job creation in Jordan will
require a comprehensive approach to employment
creation which tackles supply side as well as demand
side issues. The new Jordanian National Employment
Strategy (NES) for instance, calls for reforms to the
legal and regulatory environment to stimulate invest-
ments in high value added sectors, improve competi-
tiveness and improve the business environment in
Jordan, easing entry and exit especially for small and
medium enterprises, revamping the vocational train-
ing programs to better match the needs of the labor
market and measures to expand female participation
in the workforce by providing flexible work options
and a suitable working environment.

The aspect of the labor market that this pilot does
not explicitly address is the demand for labor and job
creation through the private sector. But the analysis
does indirectly suggest that there were a lot of people
chasing a few jobs in the sectors—education, health,
and administration—where young female commu-
nity college graduates are typically employed. It re-
mains an open question whether the gendered fields
of study restrict the occupational choices of these
young women into already over-supplied, slow grow-
ing sectors with little scope for job creation. Or, it
may be the case that the economy as a whole is not
diversified enough to create employment opportuni-
ties to pull women into other economic sectors. And
each of these factors may in turn reinforce the other,
with women’s lack of appropriate skills leading to few
employers outside schools and nurseries being will-
ing to hire women, who in turn continue to study to
become teachers and nurses.

Xi
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The pilot suggests the presence of significant regu-
latory constraints inhibiting the formalization of
employment for Jordanian youth. Article 35 of Jor-
dan’s labor law specifies a three month probationary
period during which an employer can terminate a
worker without notification or termination remu-
neration. After this period, employers are required
to give one month’s notification and remunerate
workers one month per year of service on a pro-
rated basis upon termination, which adds costs
to firing employees. In the pilot, the length of the
job voucher period was set at six months with this
three month rule in mind, the idea being that the
six month subsidy may induce them to hire gradu-
ates beyond the three month probation period and
thereby bring graduates into the formal employ-
ment system. In practice, however, most graduates
employed through the voucher were not fired after
three months because they were never formally reg-
istered. Indeed, very few of the girls with vouchers
were registered in the Social Security Corporation’s
database. In effect, the jobs created by the voucher
were informal and temporary in nature making it
easy for firms to declare these jobs redundant when
the voucher period ended after six months or offer
these employees lower wages inducing them to quit.
Another disincentive for firms to formally register
employees is the added financial burden of doing
so. If firms had registered these workers as formally
employed, the employers would have to pay social
security taxes (12.25 percent of wages) and payroll
taxes (7 percent of wages), which together add 20
percent to the cost of employing a worker.

Another feature of formal employment in Jordan is
the requirement to pay the minimum wage, which
was set at a universal rate of 150 JD for the entire
duration of the pilot. The minimum wage recently
increased to 190 JD in February 2012, two months
after the conclusion of all data collection. 75 percent
of the graduates employed with the voucher were
hired at a wage of exactly 150 JD per month, which

was the minimum permitted by the voucher inter-
vention. Less than 8 percent of graduates with vouch-
ers who were employed were hired at less than the
minimum wage. After vouchers expired, this figure
jumped to above 20 percent. When the minimum
wage was not made a pre-condition for employment
(for the training and control groups), more than 25%
of those employed earned less than 150 JD.

The transition to lower wages over time combined
with the primary reason for the termination of em-
ployment being that the graduates were “unafford-
able without the subsidy” reveals that the minimum
wage is both binding and likely set too high for this
category of young entrants into the labor market.
Despite up to six months of work experience with a
graduate, employers considered the minimum wage
too high relative to the marginal productivity of the
workers they had hired. This may be one important
regulatory reason that the impacts of the voucher
were temporary and that female youth unemploy-
ment rates are so high.

Although the Jordan NOW pilot was fairly small
(with a budget of USD one million) relative to other
employment projects and targeted to a very specific
demographic, the evaluation was able to illuminate
the deep demand side and regulatory constraints to
the school-to-work transition of young people in
Jordan. The implications apply to a great extent to
young men who find jobs faster than young wom-
en but face long unemployment and search dura-
tions. These implications extend to youth across the
Middle East and North Africa Region where young
people enter similar labor markets with limited pri-
vate sector opportunities and rigid labor laws, pre-
fer public sector employment, search for very long
periods of time to get their first job, and face high
unemployment rates. Thus, the insights from this
small and focused pilot can offer many lessons to
Jordan and the region as a whole.
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Young Jordanians

Face High Rates of Unemployment

ordan is an upper-middle income country
with a population of 6 million and GNI per
capita of US $4,340 in 2010. From 2004 to
08, GDP growth in Jordan averaged a robust
7.6 percent, but subsequently slowed to between
2 to 3 percent in 2009 and 2010." However, dur-
ing this entire period, unemployment remained
fairly constant at about 9 percent for men and
22 percent for women. While unemployment is
low among men over 30 years old (5 percent), it
is fairly high among male youth aged 19 to 24 at
19 percent and shockingly high among female
youth aged 19-24—almost 50 percent (see Table
1). Nearly 70 percent of Jordan’s population is less
than 30 years old, and one in five young Jorda-
nians who want to work simply cant find a job.?
There is a qualitative difference between unem-
ployed men and unemployed women in their 20s:
while 70 percent of unemployed male youth have
not received any education past high school, 75
percent unemployed female youth have completed
community college or university.

There is an excess supply of young, educated, pre-
dominantly female workers that the labor market
simply has not been able to absorb. For men, un-
employment rates decline dramatically as they get
older from nearly 20 percent in their early twenties
to 5 percent by age 30. In contrast, young women in
their early 20s face much higher rates of unemploy-
ment of around 50 percent and they do not reach
unemployment rates as low as 5 percent until their
early 40s (see Figure 4). As the following figures and
analysis will show, much of the decline in female

! World Bank. (2012). Data retrieved April 18, 2012, from
World Development Indicators Online (WDI) database.

2 These statistics and the rest of the data referred to in this
paper (unless otherwise noted) are from the publically avail-
able Jordan Labor Market Panel Survey (JLMPS), which is
a nationally representative survey of 5102 households con-
ducted in 2010 by the National Center for Human Resource
Development (NCHRD) and the Jordanian Department of
Statistics (DOS). Staff analysis revealed JLMPS and Em-
ployment Unemployment Survey (EUS) are highly compat-

ible non-contradictory data sources.

TABLE 1. Labor Market Conditions by Age and Gender

15-18

Male Female

Male Female Male

19-24 25-29 30-65

Female Male Female

Unemployment rate 0.31 0.48 0.19 0.48 0.09 0.26 0.05 0.10
Labor force participation rate 0.18 0.01 0.65 0.20 0.94 0.30 0.83 0.17
Share of unemployed 0.08 0.01 0.24 0.17 0.1 0.10 0.22 0.08
Share of total active population 0.03 0.00 0.15 0.04 0.15 0.04 0.49 0.10

Source: 2010 JLMPS.
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FIGURE 4. Unemployment by Age and
Gender
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Source: 2010 JLMPS, the horizontal axis presents the midpoints of 3 year
intervals from 20-64.

unemployment as women get older is not so much
due to eventual success on the job market but instead
driven by discouragement from the labor market as
women unsuccessfully search for jobs and eventually
drop out of the labor force.

Figure 5 and Figure 6 compare labor force participa-
tion among men and women by educational attain-
ment. Irrespective of the level of education, more
than 90 percent of men in Jordan actively seek work
or are employed well into their 40s (Figure 5). In
contrast, the female labor force participation in Jor-

FIGURE 5. Male Labor Force Participation
Rates by Level of Education

1.0
0.8 -
0.6 -
0.4
0.2
0.0

22 27 32 37 4 4 5 57
Age

~— |ntermediate
diploma

—— Less than
intermediate diploma

= University
degree or higher

dan varies dramatically by level of education (see
Figure 6): young, educated women really want to
work, but as they get older, they tend to drop out of
the labor force. Young Jordanian women with com-
munity college or university degrees participate in
the labor force in greater proportions because they
are more motivated to actively seek work and more
likely to successfully find jobs.

Educated young women in Jordan have higher rates
of employment than their less educated counterparts.
Women with university degrees make up 26 percent
of the economically active female population aged 20
to 29, and have average employment rates of more
than 40 percent. Female community college gradu-
ates, i.e., those holding an intermediate diploma,
make up 12 percent of the economically active female
population in their 20s, and have lower employment
rates of about 30 percent. Women with high school
degrees or less, have employment rates as low as 9 per-
cent. In contrast, young men in their 20s, irrespective
of educational level, have employment rates between
78 and 89 percent. As with young women, men with
high school degrees or less make up the bulk of the
economically active population in their 20s.

University educated Jordanian youth, particularly
female youth, face higher rates of unemployment
than older and less educated cohorts (Figure 7 and

FIGURE 6. Female Labor Force Participation
Rates by Level of Education
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Source: 2010 JLMP, the horizontal axis presents the midpoints of 5 year
intervals from 20-59.

Source: 2010 JLMPS, the horizontal axis presents the midpoints of 5 year
intervals from 20-59.



Figure 8). Indeed, the high rates of labor force par-
ticipation among young men and young educated
women mask significant rates of unemployment and
long search durations. According to the JLMPS, the
average amount of time that young women and men,
who were unemployed at the time of the survey, had
been searching for a job was at least 15 months. One
in every two educated women in their 20s in Jor-
dan is looking for a job and cannot find one, and
much of the active female labor force is composed of
women who are looking for work but are currently

FIGURE 7. Male Unemployment by Level of
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Source: 2010 JLMPS, the horizontal axis presents the midpoints of 5 year
intervals from 20-59.

FIGURE 8. Female Unemployment by Level
of Education
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YOUNG JORDANIANS FACE HIGH RATES OF UNEMPLOYMENT

unemployed. Comparing Figure 6 and Figure 8, the
parallel decline in female labor force participation
and female unemployment rates as women get older
suggest women are leaving the labor market after
failing to find suitable jobs.

Female youth unemployment has long lasting conse-
quences. If a woman can't find a job within a couple
of years after graduating, she’ll likely never work. On-
ly 7 percent of women who ever worked found their
first job after turning 30 years old. Figure 9 plots, the
proportion of each age-group of the Jordanian work-
ing age population, who has been employed in at
least one job. Starting from a far lower base, women
continue to be employed in far smaller proportions
than men, and level off at less than 40 percent by age
30. In contrast, as young men enter the labor market,
one in two successfully finds a job, and by their late
30s, almost all men have held at least one job. The
starkly lower lifetime probability of ever holding a
job for women reflects the long term consequences
of female unemployment—once a woman gives up
searching for a job, she’s likely to never return.

Many factors contribute to this observed pattern:
for instance, life events such as early marriage for
women correlate with their never working. In Jor-
dan, 95 percent of women have married by the
time they reach 30 years old. Figure 10 illustrates

FIGURE 9. The Proportion of the Population
Who Was Ever Employed
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Source: 2010 JLMPS, the horizontal axis presents the midpoints of 5 year
intervals from 20-59

Source: 2010 JLMP, the horizontal axis presents the midpoints of 3 year
intervals from 20-64.
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the proportion of women who have ever been em-
ployed by the age that they first married. There
is a clear and positive association between age at
first marriage and ever having held a job. Figure
11 plots the labor force participation rates of adult
women aged 30 to 45 against their age of first mar-
riage. Adult women in this age group are far more
likely to be employed or actively seeck work if they
married in their late 20s rather than if they married
younger. These patterns may be explained by a host
of inter-related explanations: early marriage lim-
its the ability of young women to make decisions
about their role in the workforce independently,
women who get married early are precisely those

FIGURE 10. The Proportion of the Female
Population Over 30 Ever
Employed by Age of First
Marriage
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who choose marriage and family life over employ-
ment, perhaps, women who get married later tend
to be more educated, and more likely to be em-
ployed and participate in the labor force or a host
of other reasons.

Not only does early marriage correlate with low
participation, but simply being married seems to
be correlated with lower participation. Indeed, la-
bor force participation varies by marital status and
the domestic labor market opportunities. To illus-
trate this point, Figure 12 and Figure 13 compare
labor force participation rates of married and single
women in various countries in the Middle East and

FIGURE 11. The Labor Force Participation
Rate for Women between
Ages 30 and 45 by Age of First
Marriage
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Source: 2010 JLMPS.

FIGURE 12. Female Labor Force Participation in MENA by Marital Status

LFP of Women by Marital Status (ages 15—64)
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Source: Household Surveys; 1/ Official estimates for national non-immigrant population.



North Africa (MENA) region with those of female
immigrants from MENA countries to the United
States. While married women in MENA and the
US have lower rates of participation in the work-
force, a greater proportion of married female Arab
immigrants actively look for work or are employed
in the US relative to their home countries. This
is not a definitive analysis but what perhaps sets
these two groups apart is the difference in the labor
market environment, regulations about working
especially for women, and the diverse set of job op-
portunities.

YOUNG JORDANIANS FACE HIGH RATES OF UNEMPLOYMENT

Within Jordan itself, differences in the availability
of economic opportunities for women vary be-
tween Central Jordan (in and around Amman) and
Northern and Southern Jordan (outside Amman)
and influence their labor market outcomes. Female
unemployment is far more pronounced outside
Amman where there are fewer firms and fewer jobs
in total (Figure 14 and Figure 15). At the same
time, women outside Amman are also participating
in the labor force at much higher rates, which sug-
gests that these women spend more time looking

for jobs and find it more difficult to find a job than

FIGURE 13. Female Labor Force Participation of Immigrants From MENA to the United States

by Marital Status
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Source: 2001-2009 American Community Survey.

FIGURE 14. Unemployment Rates by Region
for Educated Males
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FIGURE 15. Unemployment Rates by Region
for Educated Females
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Source: 2010 JLMPS, the horizontal axis presents the midpoints of 5 year
intervals from 20-59.
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FIGURE 16. Labor Force Participation by
Region for Educated Males
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their counterparts in and around Amman (Figure
16 and Figure 17).

The Jordanian labor market is characterized by sep-
arate spheres for men and women. Table 2 below
reveals the most common economic activities by
gender and education for youth aged 20 to 29. The
first four columns refer to the proportion of that
economic activity in the specified cohort. The fifth
column refers to the proportion of women in that

FIGURE 17. Labor Force Participation by
Region for Educated Females
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economic activity. Men dominate in almost every
economic activity: 95 percent of people who work
in retail and 88 percent of people who work in pri-
vate sector and non-governmental administration
are men. Turning to women, of educated working
women in their twenties, 70 percent are concentrat-
ed in three sectors: education (44 percent), human
health services (16 percent), and public administra-
tion and defense (11 percent). It is important to
note that over half of education and human health

TABLE 2. Economic Activity by Gender and Education for Youth between the Ages of 19 and 29

Male Female Proportion
Economic Activity Uneducated Educated Uneducated Educated Female
Education 0.01 0.13 0.08 0.44 0.63
Human health and social work activities 0.01 0.06 0.1 0.16 0.61
Professional, scientific and technical activities 0.01 0.04 0.00 0.06 0.36
Financial and insurance activities 0.00 0.07 0.00 0.04 0.31
Other service activities 0.03 0.01 0.10 0.03 0.27
Agriculture, forestry and fishing 0.03 0.01 0.12 0.00 0.25
Information and communication 0.00 0.06 0.00 0.03 0.20
Manufacturing 0.16 0.11 0.26 0.04 0.13
Administrative 0.04 0.03 0.05 0.01 0.12
Public administration and defense 0.33 0.25 0.18 0.11 0.09
Accommodation and food service activities 0.03 0.02 0.02 0.01 0.06
Wholesale and retail trade 0.19 0.12 0.04 0.05 0.05
Electricity, gas, steam and air conditioning 0.00 0.01 0.00 0.00 0.05
Transportation and storage 0.05 0.03 0.00 0.01 0.04
Construction 0.09 0.03 0.00 0.01 0.02

Source: 2010 JLMPS.



service jobs are in the public sector, and these two
sectors, the only two with a female majority in Jor-
dan, comprise the female sphere of the labor market.

It is important to note that educated men and
women participate in very different kinds of activi-
ties compared to their less educated counterparts.
Among employed women, virtually no educated
women work in manufacturing or agriculture, but
26 percent of less educated women work in manu-
facturing and 12 percent in agriculture. Among men
economic activities are less segregated by education,
however, the uneducated men find themselves in the
retail at much higher rates than educated men.

The labor market outcomes for women mirror the
fields of study that women specialize in, and these in
turn restrict women’s economic opportunities to a few
sectors, as shown in Table 3. The first two columns of

TABLE 3. Courses of Study, by Gender,
Ages 19—29

Proportion
Male Female Female
Social services 0.00 0.01 1.00
Journalism and information 0.00 0.01 0.95
Manufacturing and processing 0.00 0.01 0.94
Life Science 0.01 0.03 0.89
Education science 0.06 0.24 0.85
Mathematics and statistics 0.01 0.02 0.73
Physical science 0.02 0.04 0.73
Humanities 012 017 0.65
Personal services 0.02 0.02 0.61
Social and behavioral science 0.03  0.03 0.58
Arts 0.04 0.04 0.58
Health 0.08 0.08 0.57
Business and administration 025 0.16 0.48
Architecture and building 0.03 0.02 0.46
Computing 0.13 0.07 0.42
Environmental protection 0.00 0.00 0.41
Law 0.04 0.01 0.33
Agriculture, forestry and fishery ~ 0.01 0.00 0.33
Engineering and engineering trades 0.14  0.03 0.22
Veterinary 0.00 0.00 0.00
Transport services 0.00 0.00 0.00

Source: JLMPS 2010.

YOUNG JORDANIANS FACE HIGH RATES OF UNEMPLOYMENT

Table 3 refer to the proportion of courses studied by
gender. The third column refers to the proportion of
women who studied that particular course.

The two most common courses of study—educa-
tional science and humanities—fit perfectly into the
female labor market niche in education; 56 percent
of educated women in the field of education studied
either educational science or humanities. Likewise,
84 percent in human health studied health. On
the other hand, women make up nearly half of the
graduates with business and administration degrees
yet only 12 percent of the non-public administrative
sector and 10 percent of the public administration
sector is composed of women.

The Labor Market for Community
College Graduates

This predominance of women in a few fields of

study—education, administration and human
health—is true for community college graduates
and university graduates alike. Upwards of three-
quarters of all women who graduated from com-
munity colleges (with an intermediate diploma)
and universities graduate in one of these three fields.
Given these limited fields of study, female commu-
nity colleges and university graduates compete for
jobs within the same sectors. This competition se-
verely disadvantages community college graduates
because they are forced to compete with people who
have more prestigious degrees and years of educa-
tion. Community college students typically have
limited financial means or low Tawjihi scores or

took the vocational work track in high school.

Since the inception of community colleges, the
broad objectives of the community college system
were to: (a) to provide students with relevant practi-
cal skills within their relevant field in preparation
for entry to the labor market; or (b) to transition
students into a degree-level university education,
fittingly referred to as ‘bridging’. If the community
college graduates have to compete with university
graduates for the jobs in the same sectors, commu-
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nity college graduates may to some extent be crowd-
ed out of these jobs.

In March 2010, the World Bank carried out a short
survey in March 2010 in a sample of community
colleges around Jordan including the capital Am-
man, and asked students in their final year about
their plans after graduation. The objective was to as-
sess their perceived opportunities in the labor mar-
ket and their desire to look for work after gradua-
tion. The sample covered 518 students from 4 public
community colleges and 80 percent of the respon-
dents were females.

When asked about their plans after graduation,
the vast majority of students, 72 percent, indicated
an interest in finding a job and continuing their
studies simultaneously. Male and female students
showed similar patterns with regards to their plans
after graduation, only 2-3 percent of students in-
dicated that they were not interested in looking
for work or continuing their studies. In their final
year of education, 91 percent of the female survey
respondents expressed interest in joining the labor
force upon graduating. Close to two thirds of stu-
dents aspired to further education, but on average,
only 20-25 percent of community college gradu-
ates who successfully pass their final comprehensive
examination have the opportunity to move on to

universities (i.e. bridging). However the additional
finances required for university education prevent
many from taking advantage of the opportunity.

Students were also asked about their preferred sec-
tor of employment. More than 40 percent of male
and female respondents answered that they would be
willing to work in any sector as long as they found a
job. Within the remaining students, both girls and
boys revealed a distinct preference for public sector
employment. This is not surprising, as government
employment is perceived as more stable and more
likely to include significant non-wage benefits such
as benefits and pension. Amongst young women,
preference for public sector jobs exceeded that of
young men by nearly 15 percentage points.> A pos-
sible explanation is that the working hours, flexibility
and working environment of the public sector makes
it more appealing to women given the social norms
about working hours, appropriate jobs, and because it
allows them to better balance work and family roles.

This survey affirmed that the vast majority of young
men and women planned to look for work after
graduation. But the reality of the labor market re-
vealed in the high youth unemployment rates, espe-
cially for women, suggest that these aspirations are
held in check by significant barriers to entry into the
working world.

* 47 percent of females strictly prefer the public sector, com-
pared to only 32 percent of males.



Jordan NOW: A Pilot Designed to
Understand the Effectiveness of
Employability-Skills Training and Job

Vouchers

Pilot Design: Interventions

Launched in August 2010, the primary objective
of the Jordan New work Opportunities for Women
(Jordan NOW) pilot was to increase female labor
force participation amongst community college
graduates by reducing the initial barriers to entry
into the labor market.

Under the patronage of H.E. Queen Rania Al Abdul-
lah, Jordan NOW was designed by the World Bank
in consultation with its principal counterpart, the
Ministry of Planning and International Cooperation.
For guidance and oversight, a Steering Committee
comprising of members from the Ministries of Labor,
Higher Education, and Planning and International
Cooperation, Department of Statistics, Jordanian
National Commission for Women was formed and
provided valuable inputs throughout the design and
implementation process. The President of Al-Balqa
Applied University and the Offices of the Deans of all
participating community colleges provided extensive
and critical support during implementation.

The pilot involved two major interventions: em-
ployability skills training and job vouchers. The first
intervention consisted of employability skills train-
ing which provided community college graduates
with training in interpersonal and professional skills
that employers look for when hiring new graduates.
There is growing evidence that non-cognitive or soft
skills are important for employment and a range of
other life outcomes (e.g. Bowles et al, 2001; Heck-

man et al., 2006). Interventions that aim to teach
employability skills may enhance employment pros-
pects by giving youth better skills and confidence for
looking for jobs and by making them more produc-
tive in their first months in the job by reducing the
amount of time firms need to spend training them
on the basics of working in a business environment.

While there is little empirical evidence on the effec-
tiveness of soft skills training programs, youth em-
ployment programs in Latin America in particular
have increasingly included a component that focuses
on these skills (World Bank, 2010). For example, the
entra 21 program implemented in 18 Latin American
countries includes a soft skills training component.
Although there is no rigorous evaluation of this inter-
vention, employers report that participants who took
part in this program have greater ability to work in
teams and take on responsibility than do their other
employees (entra 21, 2009). The Dominican Repub-
lic’s Juventud y Empleo program also teaches soft skills
along with providing work experience.

The second intervention, job vouchers, provided a
short-term incentive payment or wage subsidy to
the employer if they hired a community college
graduate carrying a voucher. Wage subsidies have a
long history of use by policy makers as part of their
active labor market policies to generate employment
for the disadvantaged (e.g. Kaldor, 1936, Layard
and Nickell, 1980, and Katz, 1998). It is argued that
short-term subsidies may have long-term effects by
raising the productivity of youth through work (Bell
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et al., 1999), and may encourage employers to take
a chance on hiring inexperienced, untested workers
(World Bank, 2006).

Wage subsidies or job vouchers have also long been
used to help disadvantaged groups find jobs in de-
veloped countries, and there have several random-
ized experiments to measure their impacts in the
U.S. (Burtless, 1985; Dubin and Rivers, 1993),
which have found disappointing impacts. The au-
thors attribute these effects to potential stigma ef-
fects: workers carrying the voucher or the subsidy
were perceived as being of inferior quality precisely
because they were selected for the subsidy. Several
non-experimental studies have found some positive
impacts (e.g. Katz, 1998), although an overview of
different wage subsidy evaluations by Betcherman et
al. (2004) concluded that such programs have large-
ly not been effective in developed countries.

Wage subsidy programs for youth have been used
in a number of transition countries such as Poland
and the Slovakia, and there appears to be renewed
policy interest in developing countries, with exam-
ples such as Morocco’s Idmaj program and Tunisia’s
SIVP program,* and South Africa about to launch
a program. Despite this policy enthusiasm, there
is very little evidence on the effectiveness of such
programs in developing countries, the one excep-
tion being an experiment by Galasso et al. (2004)
in Argentina. They found that job vouchers to the
unemployed lead to a 6 percentage point increase
in wage employment 18 months later, although
this impact largely occurred in informal and tem-
porary jobs.

In these existing evaluations, the rather muted ef-
fects have in part come from low usage rates of the
job vouchers, preventing existing studies seeing
whether providing access to subsidized short-term
employment can lead to lasting jobs. However, if
voucher participation is relatively high, as we will
show is the case in the Jordan NOW pilot, the eval-
uation can potentially address the issue of whether
voucher-linked subsidized short-term employment
can lead to lasting jobs. Moreover, the results of the

pilot will also provide evidence on the effectiveness
of wage subsidies in a context where unemployment
rates for young, educated women are very high.

Given this context and the paucity of evidence in
the MENA region, the pilot was deliberately under-
pinned by a rigorous experimental evaluation strat-
egy, which makes it the first scientific evaluation of
job vouchers and employability skills training in the
MENA region, and one of very few in a developing
country context.

Through a combination of financial incentives and
efforts to improve employability skills, the pilot
aimed to:

1. Improve information between firms and poten-
tial workers

2. Provide the opportunity to build a positive work
reputation for female graduates

e

Subsidize on-the-job skills acquisition

4. Change negative stereotypes among firms and
young women

5. Improve soft-skills and communication skills

Selection Process

The target group for this pilot was the entire 2010
class of community college graduates from eight
participating community colleges across Jordan
(Figure 18). The rationale for this spatial coverage
was the following: a large bulk of private sector ac-
tivity is concentrated in-and-around Amman and
therefore, the inclusion of 4 community colleges
outside of Central Jordan along with 4 within, en-
sured that the pilot and the evaluation would cover
regions with different economic characteristics, and
measure spatially-differentiated impact.

+ SIVP = Stage d'Initiation a la Vie Professionnelle. This is a
subsidized internship where beneficiaries receive 150 TND
monthly and employers have full coverage of social security
and training costs. The subsidy targets recent university grad-
uates who have been looking for a job for six months, a group
especially affected by unemployment (Almeida et al. 2012).



A PILOT DESIGNED TO UNDERSTAND THE EFFECTIVENESS OF EMPLOYABILITY-SKILLS TRAINING AND JOB VOUCHERS

FIGURE 18. Map of Jordan—Participating Community Colleges
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Participants, i.c., all those who successfully passed
the August 2010 community college graduating ex-
ams, were assigned into 4 groups:

1. Job vouchers only (Voucher group)

2. Employability skills training only (Training
group)

3. Both vouchers and training (Voucher plus Train-
ing group)

4. No intervention (Control group)

Participants were assigned into each group by a lot-
tery via a computer. Since resources for the pilot were
limited, it was not possible to offer the interventions
to all graduates. Assigning participants to different
groups by lottery therefore served as a fair and trans-
parent way of giving each graduate an equal chance
of being selected. The use of a lottery also allowed
the pilot to be underpinned by a rigorous evaluation

strategy. If one were to offer training for instance,
on a first-come-first-served basis, the graduates
who choose to participate in training would likely
be more motivated and differ in many other ways
from the graduates who didn’t choose to participate
in training. As a result, any comparison of the labor
market outcomes of the two groups (those who took
part in training and those who didnt) would not be
able to tell whether the differences were due to dif-
ferences between the graduates, or differences due to
the interventions. In contrast, assignment via lottery
ensures that the characteristics of those graduates of-
fered the program are on average the same as those of
those who are not offered the program, because each
graduate has an equal chance of being selected into
each group. Thus, any difference in labor market
outcomes between the groups can be directly attrib-
uted to the impact of the intervention rather than
any differences in the groups.
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As a result of this lottery, 300 graduates were as-
signed to each of the first three groups: Voucher
only, Training only and Voucher plus Training.” The
remaining 450 were assigned to receive no interven-
tion. In order to ensure future comparisons between
groups are not biased, the lottery was designed to as-
sign an equal proportion of graduates to each group
who possessed the following characteristics: whether
they attended community college in Central Jordan
or outside, whether they scored above or below the
sample’s median Tawjihi score, whether they desire
to work and are optimistic about finding a job with-
in six months, and whether they are allowed to go to
the market alone.

Implementation of the Training and
Voucher Programs

In preparation for project implementation, a series
of outreach and information dissemination activi-
ties were carried out to a pool of interested firms
and all eligible graduates. A Jordanian firm, Dajani
Consulting, provided assistance to the implement-
ing team by facilitating contact with the community
college administration to organize information ses-
sions to target each of the participating community
colleges. At this session, graduates were given infor-
mation about the pilot, informed about their selec-
tion into various groups, and upon acceptance of
the terms of the program, received letters confirm-
ing their eligibility to participate in the voucher and/
or the training. At these sessions, graduates received
a fact sheet describing program features and general
rules for the participation of firms and voucher and
training letters (Annex II).

At the same time, concerted efforts were made to
create awareness among private sector firms about
the pilot. Through sessions organized by the Jor-
danian Chambers of Commerce and Industry, and
visits to many of their offices outside Amman, in-
formational flyers and fact sheets were distributed.
A newspaper advertisement ran in a local Jordanian
newspaper with wide readership twice to spread the
word about the pilot (see Annex II).

Training

Employability skills training was provided by the
Business Development Center (BDC),® a Jordani-
an NGO established in 2005 which has widespread
local name recognition and a good reputation for
skills training, having implemented USAID, UNC-
TAD, and a wide variety of local training programs
(See Annex II for the Terms of Reference). The
employability-skills training course was conducted
for 45 hours over a 9 day period (5 hours per day),
with a maximum of 30 participants in each train-
ing group. Training took place during September
and October 2010. Training sessions took place in
17 sessions offered throughout 6 governorates to
maximize access (Table 4). Training facilities and
training content were identical across all 17 ses-
sions. To accommodate families’ concerns about
girls having to travel far and to allow for flexible
timings, multiple sessions were held during day-
light hours at locally known and trusted institu-
tions such as the Chambers of Commerce and In-
dustry and local universities.

The design of the training curriculum was carried out
with close cooperation with the World Bank team
and in consultation with private sector representa-
tives. The curriculum covered in the training was
consistent across all training recipients, and included
employability as well as professional development
skills. The course covered effective communication
and business writing skills (e.g. making a presenta-
tion, writing business reports, different types of cor-
respondence), team-building and team work skills
(e.g. characteristics of a successful team, how to work
in different roles within a team), time management,
positive thinking and how to use this in business situ-

5 This revealed that 1395 out of 1755 (79 percent) of the fe-
male graduates interviewed at baseline passed their exami-
nations, and 347 out of 427 (81 percent) of male graduates
did. Given the small sample size of males, limited budget re-
sources, and the focus of this pilot on alleviating constraints
to female employment, it was decided that the pilot should
focus only on the female community college graduates.

¢ http://www.bdc.org.jo/
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TABLE 4. Concurrent Sessions per Governorate and Completion Rates per Session

Number of students Number of
Governorate assigned Sessions Session1  Session2 Session3  Session4  Session 5
Irbid 136 5 89% 97% 96% 90% 63%
Amman 73 3 65% 80% 59%
Salt 75 3 90% 77% 43%
Ajloun 62 2 75% 68%
Zarqa 67 2 89% 91%
Karak 61 2 72% 69%

Source: 2010 Jordan NOW Administrative Records.

ations, excellence in providing customer service, and
C.V. and interviewing skills. Sessions were based on
active participation and cooperative learning rather
than lectures, with games, visual learning experienc-
es, group exercises, and active demonstrations used to
teach and illustrate concepts.

The cost of the training was approximately $150,000,
which was based on up to 600 graduates attending—
leading to a cost of $250 per assigned graduate, and
given that only 373 attended, an effective cost of
$400 per attendee.

Participation rates in the training sessions of those
assigned to each session varied by location. Over-
all, participants from Irbid were the most likely to
attend and complete the training, while trainees
from Amman were among the least likely to attend,
primarily because they found jobs and were not
allowed to leave during business hours (Table 5).
Other reasons for non-attendance were a range of
family-related reasons such as taking care of family

members, family not allowing them to participate,
being pregnant, or other personal reasons.

96 percent of the participants who attended at least
one session completed the training, which suggests
that among available graduates, very few viewed the
training content to be irrelevant and unworthy of
their time. By and large, in 8 of the 17 concurrent
training sessions, 100 percent of participating trainees
successfully completed the training requirements and
received a completion certificate. As a quality check,
BDC was required to assess training quality using
anonymous feedback forms distributed to trainees at
the end of each module. The vast majority of partici-
pants positively rated the training, and approximately
90-95% rated each component as excellent.

Vouchers

Graduates who were selected into the Voucher group
or the Voucher plus Training group were given a

TABLE 5. Training Completion Conditional on Attending at Least One Session

Governorate Session 1 Session 2 Session 3 Session 4 Session 5
Irbid 100% 100% 100% 96% 94%
Amman 100% 91% 100%

Salt 100% 96% 86%

Ajloun 100% 88%

Zarqa 97% 100%

Karak 88% 91%

Source: 2010 Jordan NOW Administrative Records.
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non-transferable job voucher with their name on it,
which they could present to a firm while searching

for a job.

The voucher was valid for a maximum of six months
within an eleven month period starting October 3,
2010 and ending August 31, 2011. Should employ-
ment terminate before the end of the 6 months, the
voucher remained with the graduate, who could
then use the remaining months on it with a dif-
ferent firm. The program was advertised through
the Chamber of Commerce, newspapers, official
government website, and information helpline in
order to further the legitimacy of the voucher and
provide more information to the firms as needed.
In addition, graduates were given formal letters ex-
plaining the program, which they could present to
firms to explain how these vouchers could be used.

Due to budget constraints, a maximum of 450
graduates could be funded for the full voucher dura-
tion of 6 months each. The 600 graduates assigned
to the Voucher and Voucher plus Training groups
were therefore informed that vouchers would be
honored on a first-come-first-served basis and that
they should therefore make every effort to use their
vouchers as soon as possible to find a job. In case of
the 450 voucher limit being reached, the graduates
would be informed, but in practice, this limit was
never reached.

To be eligible to use the voucher, a firm had to pro-
vide proof of registration, have a bank account to
receive payment and provide an offer letter with the
graduate’s name and specification of work duties.
The salary offered had to be at least the minimum
wage of 150 JD per month.” After the start of em-
ployment, both the firm and graduate were required
to confirm their employment with the program ad-
ministrator each month, with periodic monitoring
and random visits made to ensure reimbursement
claims were legitimate.

The vouchers were administered by a Jordanian
firm, Dajani Consulting, through a Management
Information System that tracked, updated and
provided monthly progress reports on voucher re-
cipients and the firms that hired voucher holders.
As voucher administrators, they were responsible
for managing the fund for payments to firms un-
der the job voucher component; for supervision of
this fund; and for reimbursement of voucher funds
to employers upon stringent verification of eligibil-
ity criteria and employment contracts. A detailed
Terms of Reference for managing the voucher fund
and developing an MIS for the pilot is attached in
Annex II. Furthermore, Dajani Consulting con-
ducted the baseline survey in August 2010 and fol-
low up surveys in April and December 2011 (with
93 and 96 percent success rate, respectfully) to mea-
sure the participants’ employment outcomes.

7 At the time the vouchers were valid, Jordan’s minimum
wage was set at 150 JD. As of 1 February 2012, the mini-
mum wage has increased to 190 JD.



A Profile of Jordan NOW Participants

fter holding several consultations with col-
lege administrators, survey firms, and com-
unity college students, the decision was
made to hold the baseline survey on the college cam-
puses during the week of the comprehensive exami-
nation taking place in August 2010. Due to the short
3-day horizon of the examination period, the base-
line was held concurrently in all 8 college campuses.
With the cooperation of college staff and faculty, stu-
dents completing their examinations were instructed
to proceed to designated halls, where they received
instructions from trained enumerators and filled out
the self-reported questionnaires. To ensure that ques-
tions were clearly translated and understood by re-
spondents, the survey was piloted a week in advance
with a group of first year, ineligible students.

FIGURE 19. Plans after Graduation
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Almost 90 percent of boys and girls interviewed said
they wanted to look for work after graduation (Fig-
ure 19). When asked about their preferred sector
of employment, almost 70 percent of young men
and more than 80 percent of young women stated a
preference for the public sector over the private sec-
tor (Figure 20).

Approximately 10 days after the baseline was con-
ducted, the comprehensive exam scores were re-
leased. Out of a total of 2,182 respondents, the
sample was restricted to only include 1,742 gradu-
ating students, while failing students were perma-
nently dropped (Table 6). Given limited resources
and an insufficient number of male graduates to es-
timate the impact separately for males, the decision
was made to focus only on graduating females. Of

FIGURE 20. Preferred Sector of Employment
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the 1395 females who passed their examinations,
we randomly chose 1350 to be part of the pilot

group.

One of the key objectives of the lottery design was
to ensure that participants in each group were simi-
lar in terms of their characteristics, for instance,
average Tawjihi score, parents’ education and work
status, marital status, household assets, interest in
working and in participating in the program. As
Table 7 shows, the characteristics of each group are
indeed very similar. This is important in evaluating
the effects of the pilot interventions at a later stage,
as any observed differences can be clearly attributed
to the interventions rather than any pre-existing dif-
ferences in characteristics between groups.

What does a typical graduate in the pilot look like?
She is 21 years old, unmarried, has never worked
before, and has a Tawjihi score around 64. Across
the groups, approximately 43 percent of the partici-
pants come from Amman, Zarqa or Salt, are likely
to have a car or computer at home, but have lim-
ited access to the internet. Less than 8 percent of
participants reported their mothers working, while
more than 50 percent have fathers working. Only
one in two participants reported being able to go to
the market alone, which points to the importance of
social restrictions on mobility, concerns about their
safety, and their ability to travel unaccompanied.
Only 8 percent of students had already found a full-
time job after graduation at the time of the baseline

TABLE 6. Participating Community Colleges

Community college

Total Respondents

survey—the vast majority look for work only after
graduating. Finally, the baseline survey also shows
high potential interest in both pilot interventions:
approximately 75 percent of students say they are
very interested in each program.

Main Courses of Study and Most
Likely Occupations

The fields of study chosen by participants already
reflect the gendered labor market. A majority of
graduates study administration, education and
nursing and pharmacy, which are considered to
be safer jobs and more appropriate for women.
Table 8 shows the most common courses of study
at the overall program of study level, as well as at
both the program (department) and specialization
(major) level. The top three most popular depart-
ments were (i) administration and finance, which
covers accounting, electronic administration, and
management information systems with 43 percent
of the sample (ii) medical assistance, which cov-
ers nursing and pharmacy specializations and (iii)
education which covers teaching.

These fields of study are mirrored in the types of
occupations that the minority of graduates who had
already found jobs at the time of the baseline survey.
Of the 84 graduates who had already found work,
39 were working as teachers, pharmacists, nurses
and in administration.

Number of Passing Respondents Percent passing

Al-Salt College 320 265 83%
Al-Karak University College 213 203 95%
Ajloun University College 289 223 77%
Princess Alia University College 285 196 69%
Amman University College 119 93 78%
Al-Huson University College for Engineering 244 177 73%
Irbid University College 429 361 84%
Zarqa University College 283 224 79%
Total 2182 1742 80%

Source: 2010 Jordan NOW Administrative Records



TABLE 7. Comparison of Means of Baseline Characteristics by Treatment Group

A PROFILE OF JORDAN NOW PARTICIPANTS

Voucher only Training only Voucher & training Control group
Stratifying variables
In Amman, Salt, or Zarga 0.43 0.44 0.43 0.44
Tawjihi score above median 0.55 0.55 0.55 0.55
Low desire to work full time 0.41 0.41 0.41 0.41
Is allowed to travel to the market alone 0.51 0.51 0.51 0.51
Other baseline variables
Age 21.20 21.10 21.10 21.30
Married 0.14 0.16 0.12 0.13
Mother currently works 0.07 0.06 0.08 0.06
Father currently works 0.59 0.61 0.57 0.53
Has previously worked 0.15 0.18 0.16 0.16
Has a job set up for after graduation 0.05 0.08 0.10 0.08
Has taken specialized English training 0.31 0.26 0.26 0.30
Household owns car 0.62 0.66 0.62 0.64
Household owns computer 0.72 0.75 0.74 0.70
Household has internet 0.28 0.18 0.26 0.26
Prefers government work to private 0.82 0.81 0.79 0.81
sector
Sample size 299 300 299 449

Source: 2010 Jordan NOW Baseline.

Note: The only statistically significant difference across groups is internet access which is significant at the 10% level.

Given these courses of study, it is perhaps no sur-

prise that many graduates desire to work in the

public sector given that the public sector is an im-

portant employer of nurses, teachers and adminis-

trators. Overall, 81 percent of graduates say they

think working for the government or public sector

TABLE 8. Most Common Courses of Study for Pilot Sample

Program (Department) code level % Specialization (Major) level %
The Administrative and Financial Program 43 Nursing 13
Program of Medical Assistance 24 Accounting 12
Educational Program 10 Electronic administration 12
Performing Arts Program 7 Management information systems 10
Social Action Program 6 Other — Educational programs 9
Information Management and Libraries Program 6 Pharmacy 5
Engineering Program 2 Interior design & graphic 5
Science Program of Sharia and Islamic Civilization 2 Special education 5
Hotels Program 1 Information technology 4
Agriculture Program 0 Accounting information systems 4

Source: 2010 Jordan NOW Baseline
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is better than working for the private sector. This
is highest for graduates in the program of medical
assistance (88 percent), but even for those in the ad-
ministrative and financial program, 78 percent say
they believe working for the government is better.
The main reasons given for preferring the public
sector are more stability (60 percent) and insurance
and collateral benefits (22 percent). Of the minority
who prefer the private sector, the number one rea-
son is that they believe the salary is higher (given by
37 percent as the reason). Sixty percent of graduates
say that if they have the choice, they prefer to work
in a government position.

Plans for Work and for Job-Seeking

Despite the low-level of overall employment seen
among young women in Jordan, the graduates in
the pilot baseline survey express high levels of desire
to work. 93 percent say they plan to work after they
graduate, 91 percent say they would like to work
outside the house after they are married, and 82
percent say they think it is very likely or somewhat
likely that they will have a job within 6 months of
graduating. These rates are much higher than the re-
ality for community college graduates: at any age, no
more than 40 percent of community college gradu-
ates are employed. Most of those who plan to work
plan on working full-time, although 27 percent say
that if they find a job, they think they would work
less than 6 hours per day.

The median and modal income that they would ex-
pect to earn per month if they find a job is 250 JD.
Only 4 percent expect to earn less than the mini-
mum wage of 150 JD, and 12 percent expect to earn
exactly 150 JD. Only 44 percent know that the min-
imum wage is 150 JD—26 percent believe it is lower
than 150 JD, and 29 percent believe it is higher.

The graduates also say they plan to employ a num-
ber of strategies to look for a job (Table 9), includ-
ing a number of quite proactive strategies such as
approaching employers and sending their CV to
companies they are interested in working for. Over-

all they say they have quite high levels of confidence
about approaching employers they dont know
when looking for a job: 50 percent say they are very
confident in doing this, 39 percent somewhat con-
fident and only 11 percent say they are not at all
confident or that they would never do this. They
also display the typical overconfidence when asked
to assess themselves relative to other graduates: 83
percent of graduates rank themselves as better than
average in terms of the overall value or benefit they
would bring to an employer and 66 percent as bet-
ter than average in terms of their technical skills. In
contrast, the median graduate ranks herself as aver-
age in terms of English language skills, reflecting less
confidence in this dimension.

Empowerment and Traditional
Attitudes

One hypothesis for the low levels of female employ-
ment is that traditional gender norms limit the ex-
tent to which women work. It is therefore useful to
examine what the baseline survey reveals in terms of
these attitudes.

First, the survey confirms young people desire to
work; more than 90 percent of the graduates say they

TABLE 9. Planned Job Search Strategies

Which of the following do you plan to do when

looking for a job? Yes %
Asking family members if they know of job openings 87
Ask friends if they know of job openings 84
Ask the career services at my school for advice 80
Register at a Government employment agency 81

Look for a job with an employment agency which places 50
people abroad

Apply to job advertisements in the newspapers 68

Apply to job advertisements online 52

Send my CV to companies | am interested in working for 71

Approach employers in person to see if they have 74
openings
Other 1

Source: 2010 Jordan NOW Baseline.



would like to work outside the home after marriage,
and they think they will be allowed to do so. More
than three-quarters of the women believe that educa-
tion is a means to increasing earnings or to find a bet-
ter job. Less than 4 percent of women link education
to improved marriage prospects or say that working
would adversely influence their prospects of getting
married.

Figure 21 examines the attitudes the female gradu-
ates have towards the role of women in society.
Again, the majority believe women should be al-
lowed to work outside the home, and that women
should occupy leadership positions in society, and
few believe educating boys is more important that

A PROFILE OF JORDAN NOW PARTICIPANTS

educating girls. However, more traditional attitudes
are seen in attitudes towards marriage and house-
work: 45 percent think that a 30 year-old woman
with a good job who is unmarried is to be pitied,
and 44 percent think girls should obey their broth-
er’s opinion even if the brother is younger.

The community college graduates in the pilot have
limited access to independent financial resources and
restricted mobility (Figure 22). Less than one in five
graduates said that she had some money of her own
that she alone can decide how to use. About half the
graduates say that they are not permitted to travel
alone to the market, a government office, or to a
health center.

FIGURE 21. Attitudes of Female Students Towards the Role of Women in Society

Do you agree with the following statements? (% who agree)

100
80
60
40
20

Educating boys is

more important her brother's opinion

than educating even if he's younger
girls than her

A girl must obey

is to be pitied

A thirty year old woman
who has a good job
but s not yet married

Women should occupy

Boys should do Women should be
as much domestic leadership positions allowed to work
work as girls in society outside of the home

Source: 2010 Jordan NOW Baseline.

FIGURE 22. Restrictions on Mobility

Are you permitted to go to these places alone, or only if someone accompanies you?
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Market

Government Office Health Center

M Alone = Not Alone

Relative's House Friend's House School/college

I Never

Source: 2010 Jordan NOW Baseline.
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Job Vouchers Boost Employment

in the Short-Run

n April 2011, six months after the graduates
initially received their vouchers and/or attended

|

track implementation progress and assess early im-

training, a mid-line survey was conducted to

pacts while the job voucher usage window was still
open. The mid-line survey succeeded in re-inter-
viewing 1,237 of the 1,347 (92 percent) graduates
from the baseline. The survey monitored implemen-
tation of the job vouchers, graduates’ self-assessment
of the employability-skills training program, their
reasons for non-attendance, their current employ-
ment status, job search strategies and the duration
of search, their wages and some indicators of em-
powerment.

Who Used the Vouchers? Who
Completed Training?

Figure 23 reveals the degree to which graduates who
were assigned to a particular group actually used the
opportunity. Of the 300 who were assigned to the
Voucher only group, about half used the voucher in
the sense that that they found a job using the vouch-
er within 6 months of the beginning of the program.
About 60 percent of graduates assigned to the Train-
ing only group successfully completed the 9-day
course. Among the 300 who were in the Voucher
plus Training group, almost 40 percent completed
training and got a job using the voucher. About 10
percent used the voucher to get a job but did not
complete training, and about 25 percent did not use
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the voucher but completed training. No one in the
Control group ended up getting either intervention.

The employability skills training course was com-
pleted by 62 percent of those assigned to the Train-
ing only group and the Voucher plus Training group.
Only 5 students attended part of the course but did
not finish. When graduates were directly asked their
reasons for not wanting to attend, the main reasons

FIGURE 23. Treatment Take-Up

Voucher Training
Both Control

1 Both used and
attended

i Attended
training

m Used
voucher

m No voucher
or training

Source: 2011 Jordan NOW Administrative Records.
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they gave were because they already had a job (10
percent), and a range of family-related reasons such
as taking care of family, or family not allowing them
to participate (Table 10). Qualitative feedback from
participants immediately after the course was uni-
versally positive, with many participants in particu-
lar saying it had given them more confidence taught
them practical topics not covered in college practi-
cal topics not taught in college. About 90 percent
of those who completed training said they would be
willing to pay the equivalent of a month’s minimum
wage towards training. And each aspect of the train-
ing course was rated as good or excellent by more
than 87 percent of participants (Figure 24).

Who successfully completed the employability skills
training course? Geographic location or the self-re-
ported ability to travel to the market unaccompa-
nied did not matter in determining who attended
and completed the course. This suggests that the
choice of trusted locations and offering multiple ses-
sions in many governorates was successful in reduc-
ing geographical and mobility constraints that the
graduates may have faced.

Attendance rates were influenced by priors about
working full-time after graduation and by academic
performance (Figure 25). For example, those who
did not expect to be working full-time after gradu-
ation were 10 percentage points less likely to attend
training. On the other hand, those who had higher
than the median Tawjihi scores where 9 percentage
points less likely to attend. These are reflective of the
graduates’ implicit calculations of the costs and ben-
efits of attending a two-week long training course
versus their prospects on the labor market.

TABLE 10. Reasons for Not Participating in

Training
Marriage, pregnancy, children 32
Working 60
Out of the country 5
Unavailable 106

FIGURE 24. Training Components — Percent
of Participants who Rated Good
or Excellent

C.V. Writing
Presentation Skills
Interviewing Skills

Business Writing
Positive Thinking
Customer Service
Communication Skills
Team Building

T T T T T T T

0.82 084 086 0.88 0.90 092 094 0.96

Source: 2011 Jordan NOW Midline.

It is also interesting to note that graduates who could
benefit from both vouchers and training were as like-
ly to attend as those who received only training. This
suggests that participants valued both interventions.

Married graduates were much less likely to attend
the employability skills training. After controlling
for their expectations of working after graduation,
their ability to move around, their financial inde-
pendence, and household wealth status, graduates
who were married at baseline were almost 20 per-
centage points less likely to attend. Attendance is
significantly higher for those taking administrative
or financial courses, perhaps because they expect to

FIGURE 25. Significant Characteristics of
Training Take-Up

Has email

In Administration/ |
Finance program

Married at baseline

No desireto |
work full-time

Tawjihi score
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Source: 2010 Jordan NOW Administrative Records.

Source: 2011 Jordan NOW Endline.



FIGURE 26. Significant Characteristics of
Voucher Take-Up

In Administration/
Finance program

Is allowed to travel to
the market alone

In and around Amman
(Amman, Salt, Zarqa)

-0.20 -0.15 -0.10 -0.05 0.00 0.05 0.10

Source: 2011 Jordan NOW Endline.

be in more of a position to need business writing
skills than graduates going into nursing or teaching.

Voucher use is equivalent to finding a job with an
employer that met the voucher requirements and was
willing and able to use the voucher. In total 301 of the
600 graduates assigned to receive a voucher ended up
using it for at least one month. However, voucher use
varied by location: 41 percent used the vouch in-and-
around Amman compared to 57% outside of Am-
man (Figure 26). 75 percent of those who used the
voucher used it for the full 6 months, 9 percent used
it for 5 months, 6 percent for 4 months, and only
10 percent for 3 months or fewer (Table 11). Unlike
attendance in the training program, being married
at the time of the baseline did not influence the use
of the voucher. Women who stated that they could
travel independently to the market, a proxy for great-
er mobility, were more likely to use the voucher. In
contrast to the impact on training take-up, graduates
of administrative or financial courses are less likely to
use the voucher than graduates of other specializa-

JOB VOUCHERS BOOST EMPLOYMENT

tions. See Table 16 in Annex I for take-up regressions
on the voucher and training.

In April 2011, 43 percent of the female graduates as-
signed to the voucher had redeemed the voucher for
at least one month. By August 2011, this percentage
rose to just about 50 percent. What happened to the
women who were assigned to the voucher group and
never redeemed their voucher? 17 percent of these
women were employed—over half of their employ-
ers refused to deal with the formal requirements of
the voucher and the other half provided a variety of
excuses ranging from forgetting to the employer be-
ing a government agency to incongruous responses.
63 percent were unemployed but actively looking
for a job while 20 percent were unemployed and not
looking for a job. Among the unemployed, only 58
percent had previously tried to use their voucher.
Reasons for why the graduates couldn’t find jobs in-
cluded lack of vacancies at many firms, firms’ mis-
trust of the voucher, or firms’ need for someone with

specific skills that the graduates did not have.

The midline survey revealed broad compliance with
the minimum wage requirement imposed by the
pilot. Nevertheless, an overwhelming number of
voucher users received a salary equal to the mini-
mum wage, which suggests that most employers
were contributing nothing to these women’s salaries.
85 percent of those employed with a voucher said
they earned 150 JD per month, 1.9 percent said that
they were paid less than this, and the highest earn-
ings reported were 320 JD per month.

Midline data also revealed the close relation between
fields of study and the occupational distribution,
which remains gendered. The most common occu-

TABLE 11. Voucher Use — October 2010 to August 2011

Aug Total
# started voucher use 107 83 41 18 15 12 12 6 7 0 0 301
# terminated < 6 months 0 6 5 5 10 7 6 5 5 3 24 76
# completed full 6 months 0 0 0 0 0 74 67 37 21 15 11 225

Source: 2011 Jordan NOW Administrative Records.



SOFT SKILLS OR HARD CASH? WHAT WORKS FOR FEMALE EMPLOYMENT IN JORDAN?

pations for those using the vouchers were teachers
(often in nursery schools), comprising 33 percent
of all those who had used the voucher; secretaries,
clerks or administrative assistants, 17 percent; nurs-
es or medical assistants, 10 percent; data entry work-
ers 9 percent; and pharmacists 8 percent.

Location played an important role in the use of the
vouchers: in particular, 57 percent of the participants
from Northern and Southern Jordan redeemed the
voucher whereas only 41 percent in Central Jordan
(in and around Amman) redeemed the voucher. Of
the people in the voucher group who were employed,
90 percent of those outside Amman and 76 percent
of those in and around Amman used the voucher to
get their job. This could be a combination of a great-
er willingness to hire community college graduates
outside of Amman or a greater willingness of par-
ticipants outside Amman to look for work and use
the voucher to get a job or it may reflect the greater
number and diversity of jobs in and around an eco-
nomic centre such as Amman that do not necessitate
such an extensive use of the voucher subsidy.

What do these participation rates—voucher use and
training attendance—mean? Given that our pilot
covered almost the entire 2010 cohort of female
public community college graduates in Jordan, if
the pilot were scaled up, these rates of take-up for
each group would apply to the whole population of
female community college graduates that a given in-
tervention was offered to. Turning now to the labor
market outcomes following the use of the training
or the voucher, the outcomes are measured against
all those who were assigned to a given intervention.
For instance, the statement, “vouchers increased

TABLE 12. Midline Labor Market Outcomes

employment by 5 percentage points relative to the
control group” means that relative to the employ-
ment rates among the group who did not receive
any intervention, the average employment rates
amongst those who were assigned to the voucher
group were higher by 5 additional percent. These
rates are then measured relative to the sub-popula-
tion that fell in each group, for instance, among all
those who were assigned to the voucher group, the
percentage of graduates employed, irrespective of
whether they had used the voucher to get a job or
not. In any voluntary program, where not all those
who are eligible to benefit from an intervention ac-
tively utilize the opportunity, the impacts measured
over the entire eligible population give a measure of
the program impact for other similar populations.
These estimates are known in the econometrics lit-
erature as “Intent-to-Treat” estimates.

Labor Market Outcomes

At the time the midline survey was conducted in
April 2011, the voucher intervention was still active
and 194 graduates were still using the voucher on the
job. At this time, 74 graduates had completed the
maximum 6 months allowed on their voucher. Con-
sidering that the pilot was still on-going, the results
should be interpreted as the immediate, early effects
of the pilot interventions. Indeed, at midline, less
than a year after graduating from community college,
labor force participation, defined as either working or
actively looking for work, remains high at around 77
percent irrespective of training, voucher, or control
group (Table 12). These are in line with the desires to
work expressed by pilot participants in the baseline.

Employment Labor force participation
Voucher Training Both Control Voucher Training Both Control
Jordan 0.57 0.21 0.58 0.18 0.80 0.77 0.85 0.77
Karak, Ajloun, Hosun, and Irbid 0.60 0.12 0.64 0.10 0.82 0.77 0.87 0.73
Amman, Salt, and Zarga 0.54 0.32 0.51 0.28 0.78 0.78 0.83 0.83

Source: 2011 Jordan NOW Midline.



In the short term, overall, the job voucher strong-
ly improved employment outcomes, measured as
whether an individual was currently employed or
had worked for cash in the last month (Table 12).
However, employability skills training had a negli-
gible impact on employment at midline. While the
correlation between training and all employment
outcomes was positive, the measured effect was too
small to say with certainty whether there was any
impact at all. Combining training with vouchers re-
sulted in no additional employment either.

The immediate employment effects of the job vouch-
er were substantial: access to a voucher increased
employment from 18 percent to 57 percent. That is
to say that compared to average employment rates
of 18 percent among those in the control group,
those who were assigned to the Voucher or Voucher
plus Training group had employment rates that were
almost 40 percentage points higher, or more than
triple the employment rate. See Table 17 in Annex I
for regressions on a series of employment outcomes.

The impacts of the job voucher were very different
in and around Amman as compared to outside of
Amman. Consistent with the much lower use of the
voucher in and around Amman relative to outside
of Amman, the voucher had much larger impacts
on midline employment outside of Amman. Gradu-
ates assigned to receive the voucher outside Amman
experienced a 50.4 percentage point increase in the
likelihood of being employed at midline, compared
to a 25 percentage point increase in Amman. Given
the control group had much lower employment
rates outside of Amman, this is equivalent to the
job voucher group having six times the employment
rate of the control group outside Amman, and dou-
ble the employment rate in Amman. See Table 18
in Annex I for the regression table illustrating these
heterogeneous impacts.

There is evidence that while the vouchers were valid,
average employment rates for a pilot participants
(including the control group) were higher than they
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TABLE 13. Employment Rates during
Voucher Validity

Employment

rates Voucher Training Both Control Total

Midline employment 0.57 021 058 018 0.36
rates: Jordan NOW

# Employed: 172 63 175 71 481
Jordan NOW
Employment rates within one year: JLMPS 0.22

Source: 2011 Jordan NOW Midline and 2010 JLMPS.

would have been in the absence of a voucher (Table
13). Overall employment rates for pilot participants
were 36 percent: one in three participants in the
pilot was employed six months after the launch of
the program. While those who held vouchers were
much more likely to have jobs, there is some indi-
cation of an increase in net employment while the
vouchers were valid. On average, of female commu-
nity college graduates surveyed in the JLMPS 2010,
only 22 percent found a job within a year. Contrast
this with pilot participants, who on average, were 14
percentage points more likely to hold a job.

Another measure in the survey is formal employ-
ment, defined as whether individuals report being
employed and registered for social security. The
midline survey suggests very little increase in formal
employment through the vouchers, which register
only an additional 4.5 percentage point increase.
And, when cross-referenced with social security ad-
ministrative data, there is no significant increase in
employment. This suggests that very few employers
hiring graduates on the voucher reported their em-
ployment to the Social Security Corporation (SSC).

The midline survey also examined the intensity of
work (weekly hours worked) and wage earnings.
Hours worked are significantly higher for the job
voucher group at midline. Compared to an average
of 6 hours worked per week for the control group,
graduates who were assigned vouchers worked more
than three times the number of hours.
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What Happened After the Program

Ended?

n December 2011, 4 months after the voucher
I period expired and the pilot concluded, a more

extensive endline survey was conducted, with
concerted efforts to track down graduates. Of the ap-
proximately 1350 graduates in the full pilot, almost
1250 were re-interviewed (93 percent), and data was
collected by proxy from 38 graduates’ parents (3 per-
cent) when the graduates were not available or out of
the country. In addition to data on employment out-
comes, the survey collected information on a range
of well-being measures, including mental health,
subjective well-being, and empowerment.

In addition to the survey, an agreement with the So-
cial Security Corporation of Jordan enabled us to
obtain administrative data on formal employment
for 1282 graduates (95 percent of the sample), for
whom we had a social security number. Finally, we
also supplement our analysis with data taken from
an October 2011 survey of 368 of the firms who had
employed these graduates at the midline (whether
or not they had used the voucher to do so), which
is approximately 100 percent of all firms who were
employing a graduate with a voucher and more than
65 percent of all firms who were employing a gradu-
ate without a voucher.

While at midline, all groups in the pilot had very
similar and high rates of labor force participation,
by the time of the endline survey, labor force par-
ticipation among the control group had fallen to 48
percent, reflecting that many graduates had stopped
actively looking for work. Graduates who had been
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assigned to receive job vouchers were on the other
hand, much more likely to continue to be looking for
work, at rates that were 10 percentage points higher
than the control group (Figure 27). Training also may
have had a positive impact on labor force participa-
tion but its effect is not strong enough to detect. This
overall increase in labor force participation among the
voucher group comes predominantly from those out-
side of Amman, where the increase is 17.6 percentage
points relative to almost no increase in and around
Amman. This is explained by the much higher rates
of labor force participation among the control group
in and around Amman, where job opportunities are
more plentiful. See Table 19 in Annex 1 for regres-
sions on a series of employment outcomes.

FIGURE 27. Labor Force Participation at
Midline and Endline
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FIGURE 28. Employment Rates at Midline

and Endline
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Source: 2011 Jordan NOW Midline.

FIGURE 29. Unemployment Rates at
Midline and Endline
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Despite this positive impact on job search, em-
ployment impacts of the voucher do not persist at
endline. Neither voucher nor training have an over-
all positive impact on employment rates once the
voucher period expired (Figure 28). Neither is there
any impact on hours worked or earnings from work.
But this overall negligible employment effect is driv-
en by differences in impact by location. At endline,
vouchers continued to have a significant positive im-
pact on employment outside Amman even once the
subsidy period had finished. Moreover, there is also
some evidence that the employability skills training
had a positive employment effect at endline outside
Amman. Compared with the very low employment

rates of only 11 percent of the control group outside
Amman at endline, job vouchers increased employ-
ment rates by 8.5 percentage points while training
increased employment by 6.1 percentage points.
In Amman on the other hand, there appear to be
no significant effects of either vouchers or training
on employment. Similarly, in contrast with the ob-
served higher rates of unemployment for the train-
ing and control group at midline, by the time of the
endline survey, all groups had converged to similar
rates of unemployment at above 50 percent (Figure
29). See Table 20 in Annex I for the regression table
revealing the heterogeneity of impact.

Turning now to those individuals who report be-
ing employed and were registered formally with the
social security system, we find no effects of either
training or vouchers. On average, only half of those
who report being employed are in fact registered
with social security, a mere 12.6 percent.

Although the employment effects observed at mid-
line do not persist once the pilot ended, the job
voucher group did indeed gain labor market experi-
ence as result of having had worked. This group is
almost 30 percentage points more likely to have ever
worked than the control group at endline, and have
accumulated an average of 2.4 months more job
experience. Moreover, conditional on having had
a job, graduates assigned to the job voucher group
report statistically higher levels of job satisfaction.

Jobs can be more than just a source of income, with
employment status associated with improved sub-
jective well-being and increases in female empow-
erment (World Bank, 2011, 2012). In Table 6 we
examine the impacts of the interventions on differ-
ent measures of well-being, empowerment, and atti-
tudes, all measured at the time of the endline survey.

Job vouchers improved graduates subjective-wellbe-
ing as measured on the Cantril self-anchoring striv-
ing scale (Cantril, 1965), a measure that has been
used by Gallup around the world. Respondents are
asked to imagine a ladder with 11 rungs, number
from 0 at the bottom to 10 at the top, where the



top represents the best possible life for them, and
the bottom the worst possible life. Kahneman and
Deaton (2010) refer to this as “life evaluation”. On
average, the control group put themselves on the 5
rung, but those who were assigned to the voucher
group placed themselves almost a rung higher.
While training may have improved perceptions of
well-being, its impact is too small to pick up.

Graduates were also asked to assess which step on
the Cantril ladder they believe they will be on in
five years time, with this forward-looking measure
reflecting the degree of optimism they have about
their futures. Overall all the graduates show a high
degree of optimism, imagining themselves on the 8*
rung, three rungs higher than they assess their cur-
rent position to be.

Consistent with the qualitative feedback following
the completion of training, where many participants
reported that it had helped them build confidence,
and strong positive attitudes, training also seems
to improve mental health measures.® We measure
mental health using the Mental Health Inventory
(MHI-5) of Veit and Ware (1983). This is a five item
scale with a maximum score of 25 and minimum
score of 5, with higher scores indicating better men-
tal health in terms of the experience of psychological
well-being and the absence of psychological distress
in the past month. While there is no universal cut-

WHAT HAPPENED AFTER THE PROGRAM ENDED?

off, several studies have used a cutoff of less than 17
as an indicator of major depression (e.g. Urban In-
stitute, 1999; Yamazaki et al., 2005). Based on this
cutoff, 20 percent of the control group would be
classified as depressed. In contrast, the training in-
tervention increases graduates scores on the MHI-5
by 0.58, and reduces the likelihood of having major
depression by almost 5 percentage points.

Have these changes in subjective well-being also
brought about changes in attitudes towards women’s
role in home and society, and changes in empow-
erment and mobility? We find that there is no sig-
nificant impact on these attitudes towards the role
of women and measures of empowerment, which is
not wholly surprising given that norms and attitudes
are slow to change. See Table 21 for the regression
table of subjective well-being outcomes.

Endline data also reveals a strong association be-
tween getting married and not working, although
these are not at all affected by the pilot interven-
tions. While at baseline only 13.7 percent of the
sample was married, this had increased to 31.6
percent by the endline, 18 months later, with a
further 9.4 percent engaged at endline, only 9.6
percent of married graduates in our sample are
working at endline, while 29.9 percent and 32.5
percent of engaged and single women, respectively,
are working.

# Mental health is a distinct concept of well-being and hap-
piness, and it has been shown to have different associations
with individual characteristics and with life events (Das et
al, 2008).

29






What Have We Learnt?

he evaluation of the Jordan NOW pilot in-

dicates that job vouchers led to a large in-

crease in employment mainly in the infor-
mal sector while the voucher was valid, but had little
effect on employment once the vouchers expired.
The impact of the voucher was much greater out-
side Amman. Likewise, there’s suggestive evidence
that the training also had a larger impact outside of
Amman.

In order to understand the demand side of the mar-
ket and the labor market conditions faced by young
entrants in Jordan, a survey of over 2000 firms in and
around Amman who stated they were willing to hire
fresh graduates was conducted in September 2011.
Of the firms surveyed, 82 percent said they needed
fresh graduates and 62 percent had in fact hired a
fresh graduate in the past. However, about half of all
firms said that these young graduates did not have
the experience necessary for the job and that they
found it difficult to find employees who understood
the concept of work ethic. As a result, more than 40
percent of these firms preferred to hire people with
one or two years of experience rather than a fresh
graduate. Social and business networks are critical
for employers to fill vacancies: 58 percent of firms
most commonly used referrals from friends, family,
and business networks to identify suitable candidates.

Turning to employer’s attitudes about hiring young
women, many employers perceived women as be-
ing relatively costly or less productive compared
with male employees. 63 percent of firms agreed or
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strongly agreed with one of the following statements:
“men can work longer and flexible hours”, “young
men are more productive than young women” and
“the extra costs of female facilities are prohibitive to
hiring women”. Some firms were candid in revealing
explicit gender norms. 30 percent of firms openly
state a preference for hiring men over women. 21
percent of firms agreed or strongly agreed with one of
the following statements: “mixing women and men
together at work is inappropriate”, “females are only
looking for short-term work since they don’t have
career ambitions”, and “they did not want to hire
women because they don’t have career ambitions”.

Given this backdrop, in this section we explore pos-
sible mechanisms that might explain the results of
the Jordan NOW evaluation.

Are Temporary Impacts due to the Job
Voucher Groups Losing Jobs or the
Other Groups Gaining Them?

Figure 30, Figure 31 and Figure 32 use information
from the surveys on the start and end dates of em-
ployment to construct and plot monthly employ-
ment rates for each group to graphically illustrate
the employment impacts of the pilot interventions
over time. We see the voucher only and voucher plus
training lines track each other, rising rapidly at first,
and then falling as the graduates hit the six month
limits on use of these vouchers. The rise is steeper
outside of Amman.
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FIGURE 30. Proportion Employed by Month
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Source: 2011 Jordan NOW Endline.

FIGURE 31. Proportion Employed by Month
Central Jordan (in and around
Amman)
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FIGURE 32. Proportion Employed by Month
Northern and Southern Jordan
(outside Amman)
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The difference in control group behavior inside Am-
man versus outside is also noticeable—employment
rates continue to rise over time inside Amman, but
level off at 11 percent outside Amman and hover
around this rate for at least one year. However, the
positive employment effects outside of Amman
should be interpreted with caution: there is some
suggestive evidence that voucher recipients displaced
those without vouchers outside of Amman, where
job opportunities are relatively limited. Compared
with employment rates from recent labor force sur-
vey data (EUS 2007-2010), graduates outside Am-
man in the control group appear to have been hired
at relatively lower rates.

One potential explanation for the short-term im-
pact of the job vouchers could be that they speeded
up the process of finding a job, with the training
and control groups then managing to find jobs and
catch up to the employment rates of the voucher
groups by the endline survey. An alternative expla-
nation is that the reduced impact is coming from
those who were employed losing their jobs when
the vouchers ended. To distinguish between these
explanations, in Table 14 we explore the employ-
ment dynamics, examining the transition for em-
ployment and unemployment outcomes between
the midline and the endline. We take an example
to explain the table: Looking at the last 4 cells in
Panel A relating to the control group: 70 percent of
the control group remained unemployed at midline
and endline, 11 percent were employed at midline
and kept their jobs at endline. On the other hand,
12.2 percent of those in the control group were un-
employed at midline but had found jobs by endline,
while 6.6 percent of those with jobs at midline had
lost them by the endline survey.

This table shows that the convergence in employ-
ment rates by the endline is driven in part by the
control and training groups being more likely to
transition from unemployment into employment,
but the majority is due to the voucher and voucher
and training groups being much more likely to
transition out of employment. For the full sample,
12 percent of the control group and 13 percent of
the training group found jobs between the midline
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TABLE 14. Employment Transitions (Percentage Transitioning from One State to Another

between Survey Rounds)

Voucher Only

Endline
unemp.

Endline
employ.

Endline
unemp.

Panel A: Entire sample

Training Only

Endline
employ.

Voucher & Training Control Group

Endline
employ.

Endline
unemp.

Endline
employ.

Endline
unemp.

Midline unemployed 375 52 66.1 13.3 371 47 704 12.2
Midline employed 36.8 20.5 8.1 12.6 37.8 20.5 6.6 10.9
Sample size 288 278 271 395

Panel B: Amman, Salt and Zarqa

Midline unemployed 36.8 9.6 50.8 17.5 41.9 7.3 52.1 20.4
Midline employed 28.0 25.6 13.3 18.3 25.8 25.0 7.8 19.8
Sample size 125 120 124 167

Panel C: Outside Greater Amman

Midline unemployed 38.0 1.8 78.2 9.9 33.1 2.6 83.8 6.1

Midline employed 43.6 16.6 4.0 8.0 47.4 16.9 5.7 44
Sample size 163 151 154 228

Source: 2011 Jordan NOW Midline and Endline.

and endline surveys, compared to only 5 percent of
the voucher and voucher and training groups. But
approximately 38 percent of the voucher and train-
ing plus voucher groups lost their jobs between
midline and endline, compared to only 7-8 per-
cent of the control and training only groups. Thus,
voucher group graduates losing their jobs accounts
for approximately 80 percent of the closing of the
gap in employment rates between voucher and the
other groups, and catch-up of those newly getting
jobs accounts for approximately 20 percent of the
gap. This basic pattern holds both inside and out-
side Amman.

The endline survey directly asked graduates who had
been employed with vouchers but who were no lon-
ger in these jobs what the main reason for stopping
work was. The most common reason was that the
job ended because the voucher had finished or the
job was temporary in nature i.e. the job was contin-
gent on the voucher—this accounted for approxi-
mately 66 percent of the job exits for jobs obtained
through the voucher. 4 percent of the cases explicitly
state they quit because of salary disputes, with firm

owners wanting to lower their wages once the sub-

sidy ended.

Taken together, these indicate that the subsidy pro-
vided through the voucher was vital in getting these
graduates a job, and that in its absence, many em-
ployers no longer found it worthwhile to continue
to hire these graduates at the same wage. Among
those who remained in the job, there are only 5 cas-
es where the midline wage was 150 JD and the end-
line wage less than this (mean of 98 JD), but more
cases where the midline wage was above 150 JD but
has since been lowered (e.g. from 220 JD at midline
to 150 JD at endline). Only 2 percent of the job
losses were for other employer-related reasons such
as the employer firing the graduate or the employer
going bankrupt, while 18 percent were because the
graduates were not satisfied with some aspect of the
job and 9 percent claimed to quit for family reasons.

When the same question was asked of firms which
had hired graduates with the vouchers, but no lon-
ger employed this worker as of November 2011,
firm owners said that in 51 percent of the cases it
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FIGURE 33. Reasons Why Voucher Graduates
Were No Longer Employed after
The Voucher Expired
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was because the worker was unaffordable without
the subsidy, 10 percent because they had fired the
worker, 30 percent because the worker had quit ei-
ther to get another job, or to get married, and 7 per-
cent other reasons (Figure 33). 42 percent of firms
in Amman said the reason for the termination of the
employment relationship was the graduate quitting,
as compared to only 30 percent of firms outside of
Amman. On the other hand, firms in Amman were
less likely to say the reason was that the worker was
unaffordable without the subsidy. In only 36 percent
of the cases, firm owners say they would have hired

the worker (whom they eventually fired) irrespective
of whether they had the job voucher. The main rea-
sons that they hired workers with the voucher were
to train and test them risk free (40 percent), and
to have an extra employee at low cost (32 percent).
This suggests that the voucher did provide an op-
portunity at least for some employers to screen and
try out young graduates with minimal investment
on their part.

Overall, 62 percent of firms who employed
voucher users said that they would not have hired
them in the absence of the voucher subsidy (Fig-
ure 34). Of these firms who would not have hired
the graduate, more than 60 percent stated that
it was because the graduates were too expensive
without the subsidy. And more than 50 percent of
the firms said they would have hired the graduate
as long as the voucher subsidy was at least 50 JD.
These suggest that the employers did not value the
productivity of these graduates highly enough to
continue to hire them in the absence of any sub-
sidy. More than half of these firms said that they
had no need for the graduate, suggesting these
jobs were purely temporary.

Thus, this evidence suggests that the main reason
that the impact of the voucher was mostly tem-
porary was that the hard cash of the wage subsidy
induced firms to take a chance on hiring workers
they wouldn’t have otherwise hired, and that these

FIGURE 34. 62 Percent of Firms Would Not have Hired the Graduate in the Absence of the
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workers then either proved not to be productive
enough to earn the wages they would need to be
paid, or that ex post, these workers decided that
the characteristics of the job were not a good match
for them.

There are two other reasons why the vouchers may
not have had longer term effects. First, one goal of
the voucher was to induce employers who had not
hired women before to give them a chance, thereby
overcoming prejudice and giving the graduates a
chance to prove they could be productive. However,
almost all of the voucher recipients were employed
in typically female-dominated occupations (such as
nurses, nursery school teachers, or clerks), so that
these firms did not really gain any new informa-
tion about the productivity of women whom they
typically hire. Secondly, schools and hospitals may
find it harder to generate additional profits out of
new workers than other high growth sectors of the
economy (e.g. because they have less control over
pricing), so even productive workers may be difh-
cult for these firms to finance.

The aspect of the labor market that this pilot does
not explicitly address is the demand for labor and
job creation through the private sector. But the anal-
ysis does indirectly suggest that there were a lot of
people chasing a few jobs in the sectors where young
female community college graduates are typically
employed. It remains an open question whether the
gendered fields of study restrict the occupational
choices of these young women into already over-
supplied, slow growing sectors with little scope for
job creation. Or, it may be the case that the econo-
my as a whole is not diversified enough to create em-
ployment opportunities to pull women into other
economic sectors. Each of these factors may in turn
reinforce the other, with women’s lack of appropri-
ate skills leading to few employers outside schools
and nurseries being willing to hire women, who in
turn continue to continue to study to become teach-
ers and nurses. Within this narrow spectrum of oc-
cupations, what the data can tell us is whether the
pilot created any new jobs or if it resulted in a sub-
stitution of jobs in favor of those who were carrying
the voucher.

WHAT HAVE WE LEARNT?

Did the Interventions Just Change
Who Got the Jobs or Actually Create
New Jobs?

A common concern with many active labor market
policy experiments is the possibility that the jobs cre-
ated for the group receiving the intervention were in
fact at the expense of some other group. In the con-
text of the Jordan pilot, there are two elements of this
concern. The first is a concern that the voucher, and
perhaps training, groups gained jobs at the expense
of the control group, so that there is no net increase
in employment, just a reallocation within the pilot
of who gets the jobs. If this were the case, while our
pilot would still give a valid estimate of the impact of
giving vouchers to some youth and not others, it is
difficult to predict what would happen if the vouch-
ers were expanded to a larger group of beneficiaries.
A second, related, concern is whether the jobs gained
by the community college graduates are coming at
the expense of other workers outside of the pilot sam-
ple who would otherwise have been hired. For ex-
ample, the vouchers may induce firms to hire youth
instead of an unemployed older worker. If this were
the case, the pilot would still show that these policies
help the targeted group obrain jobs, but not whether
these come at the expense of other groups in society.

We use a mixture of evidence to assess how impor-
tant these effects are likely to have been. We note first
that the fact that most of the employment effect was
temporary, and came from firms saying they hired
the job voucher workers when they wouldn’t have
hired them in the absence of the voucher suggests
that most of the short-lived effect is additional (tem-
porary) hires, rather than firms substituting hires
they would have made anyway. Second, we do not
see firms who let go of the job voucher workers sub-
sequently hiring a control group or training group
worker to replace them: there are only 12 firms in
our firm survey that hired graduates from both the
voucher and from either the control or training only
groups (almost all hospitals hiring nurses), and all
of these were cases of concurrent hires rather than
terminating a voucher student and replacing them
with one of the other group students.
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However, our pilot worked with approximately 80
percent of females graduating from public commu-
nity colleges in Jordan in 2010, and thus if there are
a limited number of jobs that these graduates are
competing for, it seems plausible that they are likely
to have been competing for some of the same jobs,
resulting in displacement effects. Indeed, when the
graduates were asked in the endline survey whether
they think the voucher prevented women without
vouchers from getting jobs because employers would
only hire workers with vouchers, 12 percent of the
control group in Amman, and 24 percent of the
control group outside Amman agreed. This shows
that in a context where female community college
graduates compete for jobs within a very narrow la-
bor market, the control group graduates themselves
think there is some displacement.

Further evidence on this displacement comes from
looking at the employment rates in other recent
years. Table 15 uses the 2007 to 2010 Jordanian
Employment and Unemployment Surveys to report
the employment rates and labor force participation
rates of intermediate diploma students (the group
community college students fall into), and com-
pares these to our endline employment rates. We
see that the employment rate in central Jordan (in
or around Amman) for our control group is simi-
lar to that of community college graduates in recent
years, whereas that outside Amman is lower. Taking
the difference between the two locations, we see the
Amman versus outside Amman employment gap for
the control group is more than double in our sample
than it is in recent survey years. Coupled with the
direct evidence from graduates, this suggests a dis-
placement effect—graduates outside Amman in the

control group appear to have not been hired at the
same rates that recent years would suggest, or at the
rate that one would predict given the employment
rate of the control group in Amman.

The main occupations for graduates employed out-
side Amman at the endline are teacher (23 percent),
nurse (19 percent), pharmacist (16 percent), and
clerk (11 percent). The labor market outside Amman
in most of these occupations is likely to be relatively
thin, with a limited number of openings for new
graduates each year. It does therefore seem reasonable
that graduates may have been competing for some of
the same jobs, and that, in addition to the temporary
additional hires firms made using the vouchers, they
chose voucher or training graduates over the control
group for positions they were planning on hiring
anyway. As a result, the employment effects seen in
the endline outside of Amman are likely to reflect
largely displacement, rather than added employment.

Are Labor Laws Partly Responsible
for the Temporary Nature of the Job?

Article 35 of Jordan’s labor law specifies a 3 month
probationary period, during which an employer can
terminate a worker without notification or termi-
nation remuneration. After this period, employers
are required to give one month’s notification, and
remunerate workers one month per year of service
on a pro-rated basis upon termination. The length
of the job voucher period was set at 6 months with
this 3 month rule in mind, the idea being that the
six month subsidy may induce them to hire gradu-
ates beyond the three month probation period and

TABLE 15. Employment Rates of 20-25 Year Old Female Community College Graduates

2007 2008 2009 2010  Control group  Voucher group  Training only
Central Jordan 31 32 31 29 40 34 36
Northern and Southern Jordan 19 19 20 18 11 19 16
Difference 13 13 11 11 29 15 20

Source: 2011 Jordan NOW Endline and 2007-2010 Employment Unemployment Surveys

*This table represents employment rates of 20-25 year old females with intermediate diplomas. Survey standard error is approximately 2 percentage points on

sample means. Voucher group includes voucher only and voucher plus training group.



thereby bring graduates into the formal employment
system. We see that in practice this did not occur—
most of the added employment was not registered
for social security, while 95 percent of the vouchers
that were redeemed were used beyond three months.
The threat of being subject to labor regulations in
the future may still deter firms from keeping youth
employed for long periods, but this was not some-
thing that came out in the firm surveys. In prac-
tice, since firms were able to successfully avoid these
regulations, these labor laws were not binding as a
constraint to continue to hire the voucher gradu-
ates. Had they registered these workers as formally
employed, employers would have to pay social secu-
rity taxes (12.25 percent of wages) and payroll taxes
(7 percent of wages), which together add 20 percent
to the cost of employing a worker. This added fi-
nancial burden to the employer is acting as a huge
disincentive to formalize employment.

Jordan also has a universal minimum wage, which
was set at 150 JD during the duration of the pilot. It
changed to 190 JD in February 2012, two months
after the conclusion of all data collection. 75 per-
cent of the graduates employed with the voucher
and 74 percent of the graduates employed who re-
ceived both vouchers and training at the midline
were hired at a wage of exactly 150 JD per month—
which was the minimum permitted by the program.

FIGURE 35. Midline — Distribution of Wages
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Less than 8 percent of graduates employed in both
these groups were hired at less than the minimum
wage. However, where the minimum wage was not
made a pre-condition for employment (for instance,
for the training and control groups), a higher pro-
portion of graduates who were employed were hired
at less than the minimum wage. For those in the
training group who were employed at midline, for
instance, only 26 percent were hired at the mini-
mum wage and 33 percent were hired at a wage be-
low 150 JD. Similarly, for those with jobs at midline
from the control group, 23 percent were hired at ex-
actly 150 JD and 44 percent were hired at less than
the minimum wage. Figure 35 and Figure 36 show
the distribution of wages across each of the groups
in the pilot at midline and endline.

Compared to midline, at endline, after the vouch-
ers had expired, only between 22 and 26 percent
of those employed in each group were hired at a
wage of 150 JD. And a larger proportion of those
employed were hired at wages below the minimum
wage: among the voucher and the voucher plus
training groups, the proportion of those employed
at below the minimum wage jumped to more than
20 percent (compared to less than 8 percent at mid-
line). More than 25 percent of those employed who
were in the training and control groups earned less

than 150 JD.

FIGURE 36. Endline — Distribution of Wages
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Moreover, once the wage subsidy attached to the job
voucher expired, the primary reason that most jobs at-
tached to the voucher were terminated had to do with
the graduates being perceived as unaffordable in the
absence of the subsidy. This suggests that despite up

13 percent of women and 10 percent of men who are
employed informally earn exactly 150. This percent is
much lower for people who are formally hired (em-
ployed and registered for social security), as one might
expect from firms who are more likely to strictly fol-

to 6 months of work experience with a graduate, em-
ployers considered the minimum wage too high rela-
tive to the marginal productivity of the workers they
had hired. Taken together, this implies that the mini-
mum wage may be binding or at least set too high for

FIGURE 37. Monthly Wages for Men
between the Ages 19-29
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Minimum Wages Are Not Always a Panacea for Youth Unemployment

Across the world, many countries have put in place minimum wages to guarantee formal workers a decent standard of living. However, the
jury is still out on the relationship between the level of the minimum wage and the employment prospects of those who seek employment at
or near that wage. Setting a wage too low may not allow workers to meet their basic needs; on the other hand, setting it too high may increase
the costs to employers so much that they cut down on employment, so that many receive no wage at all. In the end, the effect of the minimum
wage depends on how well the labor market is functioning: whether there are adequate workers with the necessary skills to perform jobs that
are offered at the minimum wage, and whether there are enough jobs that will absorb these job-seekers at the minimum wage. Employers face
a simple calculation: Is the potential productivity of the new worker hired at the minimum wage at least as high as the minimum wage?

Within the United States and other OECD countries, economists view minimum wages with caution: 74 percent of American economists agree
with minor caveats or fully agree that “a minimum wage increases unemployment among young and unskilled workers.”? Whether a minimum
wage increases employment or not is relative to context. In 1992, Card and Krueger studied employment at fast food restaurants in New Jersey
and concluded that an 18.8 increase in the minimum wage increased employment.® However, this result is atypical, and most studies that involve
the entire labor market or the youth labor market suggest that an increase in the minimum wage decreases employment. In fact all minimum
wage studies in developing countries—Brazil, Mexico, Colombia, Chile, Costa Rica, Trinidad and Tobago, Puerto Rico, and Indonesia—find a
negative relationship between minimum wage and employment.®

In labor markets with strong regulatory frameworks, firms have only two options when the minimum wage rises: reduce workforce or pay
more for the same amount of labor. In less formal economies, firms have a third option: substitute formal workers for informal workers. Thus,
as the minimum wage increases in less developed countries, formal employment may decrease. Countries can potentially avoid the negative
employment consequences of minimum wages by providing exceptions to specific industries or specific groups like uneducated youth from
the minimum wage.? Specifically, educated and uneducated youth lack work experience, and thus, their marginal product typically isn’t worth
the value of the minimum wage, which means the employer isn’t interested in hiring the youth and the youth fail to gain any experience. If the
employer could pay less, youth could potentially break out of the vicious cycle of unemployment induced by the minimum wage.

2 Fuller and Geide-Stevenson 2003.
® Card and Krueger 200.

¢ Neumark and Wascher 2007.

d Scarpetta et al 2010.




low labor laws and be registered with the SSC. Due
to their size and profitability, formal firms also tend to
attract more skilled people. Nevertheless, the bunch-
ing in the informal sector suggests the minimum
wage is binding—employers would like to hire people
below 150 JD per month, but they cannot. Not all
employers are worried about the minimum wage law:
33 percent and 7 percent of people working in the
informal and formal sector, respectively, earn less than
the then current minimum wage of 150 JD. Nearly a
quarter of women (almost double the proportion of
men) in the formal and informal sectors combined
earn less than 150 JD per month, which suggests that

FIGURE 38. Monthly Wages for Women
between the Ages 19-29
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FIGURE 39. Cumulative Graph of Monthly
Wages for Men and Women
between the Ages 19-29
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WHAT HAVE WE LEARNT?

women are much more likely to be pushed below the
minimum wage if they want to work.

To summarize, the evaluation of the Jordan NOW
pilot revealed that:

1. Job vouchers increased employment in the short
run while training had little effect on employ-
ment;

2. Once the vouchers expired, firms were reluctant
to continue to hire community college graduates
at the minimum wage (which was 150 JD during
the duration of the pilot, and has subsequently
been raised), suggesting that the net productivity
of the worker as perceived by the firm was low;

3. Job vouchers increased labor force participation
by extending search duration; and

4. Very few of those employed were formally regis-
tered with social security.

The results point to a lack of job creation that con-
strains the demand for labor of these young workers.
Boosting private sector led job creation in Jordan will
require a comprehensive approach to employment
creation which tackles supply side as well as demand
side issues. The new Jordanian National Employment
Strategy (NES) for instance, calls for reforms to the
legal and regulatory environment to stimulate invest-
ments in high value added sectors, improve competi-
tiveness and improve the business environment in
Jordan, easing entry and exit especially for small and
medium enterprises, revamping the vocational train-
ing programs to better match the needs of the labor
market and measures to expand female participation
in the workforce by providing flexible work options
and a suitable working environment.

Numbers vary widely on how many jobs the Jor-
danian economy is producing every year. Based on
the various sources, the NES estimates that around
65,000-70,000 jobs are created per year, around
40,000—45,000 of which go to Jordanians. However,
just to keep the current unemployment rate (and
also inactive population rate) constant, Jordan needs
to create around 70,000 jobs for Jordanians per year.
It would need to create even more jobs to start re-
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ducing unemployment and increasing employment
rates. Thus, even in the short term, concerted and
coordinated efforts would need to be made to bring
young people into productive employment in a man-
ner that is compatible with robust economic growth
and comprehensive reform over the medium term.

Within this context, we now turn to examining the
lessons and policy implications of the Jordan NOW
pilot. Employability skills training, while improving
confidence and building a positive outlook, did not
have any measurable effect on employment. At some
level, given the limited spectrum of private sector
jobs available for female community college gradu-
ates, it is no surprise that any training effects were
overwhelmed by the sheer lack of opportunities. As
for the job vouchers, while they did get graduates
a foot in the door, and short term labor market ex-
perience, it is little too early to tell how this will
translate into longer term labor market outcomes.
It is important to note that the combination of em-
ployability skills with the voucher subsidy had no

incremental effect on employment outcomes.

That being said, young educated Jordanians, on
average, search for a job for more than 15 months
after graduation. Given these very long spells of
unemployment and search, a case can be made for
speeding up the transition from school-to-work to
minimize the risk of discouragement and dropout as
well as provide an opportunity for accruing valuable
experience and skills on the job. So even if the em-
ployment effects are relatively short-lived, the gains
in terms of labor market experience and extending
job search could make job vouchers a worthwhile
policy option.

Another consideration in drawing broader lessons
from the pilot is to keep in mind that the pilot target-
ed one of the hardest-to-reach groups, young female
community college graduates. What lessons can be
drawn from the pilot experience that could inform
a scale-up to a broader target group like young edu-
cated males and female university graduates? Young
female university graduates study many of the same
fields as their community college counterparts and

face many of the same constraints to entering the
labor market, as well as similarly high rates of dis-
couragement from the labor market. Insofar as they
display these similar characteristics, the lessons from
the pilot may be relatively easy to generalize to the
universe of young educated females in Jordan.

Turning now to educated male youth, while they
also face long search durations, their opportunity set
in terms of employment is far more diverse and they
face far fewer restrictions in terms of mobility, suit-
ability of jobs, and working hours. The latter also
explains why over time, young males are far more
likely to find employment than young females. On
the one hand, educated young Jordanian men may
have less of a need for the additional push that a
voucher brings, but on the other hand, their greater
mobility and access to job opportunities may allow
them to rapidly reduce the duration of their transi-
tion from school to work. Insofar as they are more
likely to find employment in high growth sectors,
they will also be more likely to display more sus-
tained employment outcomes.

Given the current context in Jordan and many
other countries in the Middle East and North Af-
rica of structurally high rates of youth unemploy-
ment, there may be scope for interventions such
as job vouchers to help ease the transition from
school to work and provide opportunities for gain-
ing valuable labor market experience. In this spirit,
and drawing on the lessons from the implementa-
tion and results of the Jordan NOW pilot, we of-
fer the outlines of a potential scaled-up model of
the voucher intervention (Annex III). The proposal
emphasizes the importance of selecting the right
target group, setting the subsidy at a rate that bal-
ances the incentives for firms to create productive
and sustainable employment while making it worth
their while to take a chance on young entrants into
the labor market. Another critical element for any
expansion of this type of voucher program must
be a regular, comprehensive and accurate monitor-
ing system, to track progress and make mid-course
corrections, especially in the early stages of imple-
mentation.
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Annex

Analysis

TABLE 16. Take-Up Regressions

Training take-up Voucher take-up
m @
Stratifying variables
Amman, Salt, or Zarqa 0.025 -0.022 —0.174** -0.164***
(0.040) (0.042) (0.041) (0.043)
Tawijihi score above median —0.086** —0.079** 0.001 —-0.004
(0.040) (0.039) (0.041) (0.041)
No desire to work full time -0.099** -0.097** -0.047 -0.034
(0.041) (0.041) (0.042) (0.041)
Is allowed to travel to the market alone -0.031 -0.022 0.069* 0.071*
(0.040) (0.039) (0.041) (0.041)
Dual treatment group 0.059 0.051 0.007 0.006
(0.039) (0.039) (0.040) (0.040)
Other variables according to baseline status
Married at baseline -0.195** -0.093
(0.060) (0.061)
Wealth index 0.003 0.013
(0.011) (0.012)
Number of brothers 0.020** 0.015
(0.010) (0.012)
Number of sisters -0.007 -0.008
(0.009) (0.009)
Has e-mail 0.115* -0.016
(0.054) (0.058)
In admin/finance program 0.115%* —0.111%
(0.040) (0.042)
Sample size 599 599 598 598

Source: 2011 Jordan NOW Endline.

Note: Huber-White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively.
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TABLE 17. Impacts on Different Dimensions of Employment

Employed and Employed and

registered registered Months  Hours Work Work
for Social for Social employed worked income (not income
Labor force Security Security Ever since last  conditional (conditional
participation Employed (Survey) (Admin data) employed graduation week on working) on working)
(1 @ @3) (O] (5) (6) (7 @®) (9)
Panel A: Midline Results (April 2011)
Assigned to 0.028 0.395* 0.045** 0.005 0.357** 1.538"*  13.416™*  64.498"* 23.730"
voucher (0.031) (0.035) (0.022) (0.020) (0.036)  (0.178)  (1.301)  (5.783) (8.175)
Assigned to -0.002 0.031 0.034 -0.002 0.059* 0.238 1.100 5.709 5.599
Ul 0033)  (0.031) (0.022) 019 (0034 (0174 (1172 (4828  (10.350)
Assigned to 0.055 -0.022 -0.055 -0.010 -0.035 -0.159 -0.166 —4.245 -6.637
both (0.046) (0.052) (0.034) (0.029) (0.054) (0.273) (1.963) (8.598) (11.142)
Sample size 1,237 1,237 1,237 1,282 1,237 1,237 1,237 1,237 448
Control mean 0.77 0.18 0.07 0.07 0.23 0.78 6.60 24.93 141.73

Source: 2011 Jordan NOW Endline
Note: Huber-White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively.

All regressions also control for stratification dummies. Outcome of “Ever Employed” not available in midline survey.

TABLE 18. Heterogeneity of Employment Impact by Randomization Stratification Variables

Low desire to work  Allowed to travel to

Interaction High aptitude full-time market alone
Dependent variable: Employed (1) (2) 3) 4)
Panel A: Midline results (April 2011)
Assigned to voucher 0.504*+* 0.426™** 0.380*** 0.339"*
(0.043) (0.050) (0.046) (0.049)
Assigned to training 0.019 0.062 0.022 0.049
(0.033) (0.043) (0.042) (0.044)
Assigned to both 0.021 -0.041 -0.013 0.024
(0.064) (0.076) (0.069) (0.075)
Voucher* interaction —0.254*** -0.057 0.036 0.111
(0.071) (0.069) (0.070) (0.069)
Training™ interaction 0.021 —0.056 0.023 —-0.033
(0.064) (0.062) (0.061) (0.062)
Both* interaction -0.086 0.035 -0.022 -0.094
(0.105) (0.104) (0.105) (0.104)
Sample size 1,237 1,237 1,237 1,237
Control mean when Interaction=0 0.10 0.14 0.22 0.163
Control mean when Interaction =1 0.28 0.21 0.12 0.19

Source: 2011 Jordan NOW Endline

Note: Huber—White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively. All regressions also control for
stratification dummies.
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TABLE 19. Impacts on Different Dimensions of Employment

Employed Employed

and and
registered registered Months  Hours Work Work
for Social  for Social employed worked income (not income
Labor force Security Security Ever since last conditional (conditional
participation Employed (Survey) (Admin data) employed graduation week on working) on working)
M 3] (&) (4 (5) (6) 0] @) 9)
Panel B: Endline results (December 2011)
Assigned to 0.100*** 0.028 0.016 -0.015 0.272***  2.456™** 1.534 5.573 5.006
voucher (0.037) (0.032)  (0.026) (0.026) (0.036)  (0.393)  (1.426)  (6.061) (10.096)
Assigned to 0.054 0.015 0.039 —0.005 0.036 0.115 1.534 0.790 -11.631
training (0.037)  (0.032)  (0.027)  (0.026)  (0.037)  (0.368)  (1.448)  (5.783)  (10.602)
Assigned to both —-0.044 —-0.025 —-0.066* —-0.012 0.037 -0.104 —1.455 -1.291 13.850
(0.055) (0.048) (0.039) (0.038) (0.054) (0.574) (2.201) (9.060) (15.108)
Sample size 1,287 1,287 1,249 1,282 1,250 1,249 1,249 1,249 312
Control mean 0.484 0.229 0.148 0.126 0.388 2.626 9.579 39.534 168.958

Source: 2011 Jordan NOW Endline

Note: Huber-White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively. All regressions also control for
stratification dummies. Outcome of “Ever Employed” not available in midline survey.

TABLE 20. Heterogeneity of Employment Impact by Randomization Stratification Variables

Low desire to work  Allowed to travel to

Interaction High aptitude full-time market alone
Dependent variable: Employed (1) (2) 3) 4)
Panel B: Endline results (December 2011)
Assigned to voucher 0.085** 0.013 —-0.007 0.031
(0.037) (0.044) (0.043) (0.045)
Assigned to training 0.061* 0.015 0.012 —-0.026
(0.035) (0.045) (0.044) (0.042)
Assigned to both -0.059 0.022 -0.019 -0.004
(0.057) (0.068) (0.065) (0.066)
Voucher* interaction -0.130* 0.028 0.088 -0.005
(0.066) (0.063) (0.064) (0.064)
Training* interaction -0.104 0.001 0.009 0.080
(0.066) (0.063) (0.062) (0.063)
Both* interaction 0.078 —0.085 -0.016 -0.039
(0.099) (0.096) (0.096) (0.096)
Sample size 1,287 1,287 1,287 1,287
Control mean when Interaction=0 0.1 0.21 0.28 0.22
Control mean when Interaction =1 0.39 0.25 0.16 0.23

Source: 2011 Jordan NOW Endline.

Note: Huber-White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively. All regressions also control for
stratification dummies.
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TABLE 21. Impacts on Wellbeing, Empowerment, Attitudes, and Marriage at Endline

Life ladder Severely Mobility Empowerment
Life ladder future MHI 5 poor MH index index Married
1 2 @3) () () (6) (7)

Assigned to voucher 0.577*** —-0.201 -0.177 0.017 —0.526™** -0.060 0.026
(0.180) (0.159) (0.276) (0.031) (0.141) (0.068) (0.036)

Assigned to training 0.283 0.266** 0.582** —0.048* -0.072 -0.018 —-0.003
(0.185) (0.131) (0.281) (0.029) (0.120) (0.072) (0.036)

Assigned to both —-1.005*** -0.071 —0.553 0.030 0.834** 0.084 -0.032
(0.265) (0.210) (0.415) (0.045) (0.186) (0.102) (0.053)
Sample size 1,249 1,249 1,249 1,249 1,249 1,249 1,249
Control mean 4.970 8.128 19.266 0.197 5.259 4.847 0.313

Source: 2011 Jordan NOW Endline.

Note: Huber—White standard errors in parentheses. *, **, and *** indicate significance at the 10, 5 and 1% levels respectively. All regressions also control for
stratification dummies. Severely Poor MH indicates MHI-5 index is below 17.
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1. Jordan NOW Fact Sheet
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2. Jordan NOW Training letter
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3. Jordan NOW Voucher letter
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4. Jordan NOW Newspaper Ad
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5. Jordan NOW Employability Skills
Training ToR

Terms of Reference

Employability Skills Training

These terms of reference lay out the details of the
employability skills training component of the Jor-
dan Employment Pilot, implemented by the World
Bank with coordination and support from the Min-
istry of Planning and International Cooperation.

Project background and objectives:

The proposed pilot program will experimentally
test the effectiveness of specifically designed in-
terventions, targeted at recent female community
college graduates to promote their employment
opportunities. This specific TOR pertains to the
provision of employability skills training, which
provides job seekers with interpersonal and profes-
sional skills that employers look for when hiring
new graduates.

Scope of work — Employability skills training:
The aim of this training is to equip young gradu-
ates with particular cross-cutting professional skills,
which are lacking in typical community college cur-
ricula. The consultant firm will design the training
curricula. The training curriculum defines the con-
tent of the training program.

The proposed program will be conducted over 50
hours over a 2-week period (5 hours per day over 10
days) for a maximum of 30 participants in each train-
ing session. It will tackle topics related to soft skills,
interpersonal and management skills as follows:

* Dositive Thinking (1 day)

¢ Effective Communication Skills (1 day)

¢ Effective Presentation Skills (2 days)

¢ Team Building and Team Work (2 days)

*  Excellence in Service (1 day)

¢ CV Writing and Interviewing Skills (2 days)
* Business Writing (1 day)

The consultant firm will follow a demand driven skill-
building and experience-sharing approach in offering
its skill building programs to make it effective, excit-
ing and interesting for the participants. This includes:

* Innovative Thinking and Flexible Learning:
The sessions will not be based on a lecture for-
mat, rather on active participation and the co-
operative learning concept. The consultant firm
will strive to portray the program as a powerful
facilitator guiding change and excellence utiliz-
ing Thinking Games to encourage participants
to challenge themselves to create new results.
Moreover, special visual learning experiences
and powerful demonstrations will be offered to
make the whole training, a wonderful and high
energy experience.

® Measurable:

The consultant firm will utilize measurement and
evaluation system which is unique and encour-
age deeper involvement of participants. Sessions
at the program will be evaluated utilizing both
qualitative and quantitative data collection meth-
ods such as surveys, written questionnaires, and
verbal feedback from participants, and trainers.

¢ Extensive Customization
Each program will be customized in a way
to meet the needs of the community college
graduates.

As a means of insuring quality control, the con-
sultant firm must guarantee a level of consistency
across the concurrent training sessions. Whether
this is achieved through a training of trainers (TOT)
or a standard curriculum will be left to the discre-
tion of the consultant firm.

Detailed Training Outline:

¢ Communication and Presentation Skills
General objective:

This program aims to introduce participants to
modern concepts of the communication process as



well as develop their skills in communicating and
dealing with others in a positive manner.

Topics:
— The communication process: concept, im-
portance, elements
— Stages of communication, and obstacles.
— Communication Skills
— Listening skills
— Oral skills
— Writing reports

* Team Work / Team Building

General objective:

This program aims to provide participants with
knowledge for team-building and the importance
of teamwork in business performance in addition
to the skills necessary to adopt the teamwork spirit
which will reflect positively on their performance
and attitudes in their professional lives.

Topics:
— Teams: concept, importance, composition
— Stages team creation / building
— Types and roles of team members
— Characteristics of the effective team
— Principles and characteristics of team work
— The Evaluation and measurement of team

performance

* DPositive Thinking

General objective:

This program aims to provide participants with the
needed skills to switch negative to positive and to be
able to utilize that in business situations.

Topics:

— How to identify negative thinking and be-
havior habits.

— Methods, models and techniques for switch-
ing negative to positive.

— 'Thinking systems for success—planning the
positive future.

— Visualization techniques to transform busi-
ness situations.
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CV Writing and Interviewing Skills

General objective:

By the end of the training, university students/grad-
uates will have written their Curriculum Vitae and
will gain an insight on how to perform well in a job
interview.

Topics for CV Writing
1. Introduction
1. Whatisa “CV™?

2. Why do we write a “CV”?
3. Different Types of “CV”
4. CV Main Rules

2. The Cover Letter.
1. Cover Letter Hints

3. Before Writing the CV.
1. Visual Layout
2. Fonts and Sizes
3. Results orientated CV
4. How to test your CV
4 iting the CV.
. How To Write a CV
. The Order
. Heading

. Wr

1

2

3

4. Heading Examples

5. Good Heading Example
6. Objective

7. Professional Experience
8. Training / Part Time Jobs
9. Education

10. Certifications and Awards
11. Successful Achievements
12. Languages

13. Skills

5. Updating Your CV.
1. What updates?
2. Visual Layout Updates
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Topics for Interviewing Skills:

1. The Ins and Outs of Interviewing
1. Interviewing-What is it?

Types of Interviews

Pre-Interview Preparation

Arriving

Greeting & Introduction

NV R

Body Language: What signals are you send-
ing?

Types of Interview Questions

General Interview Strategies

Dressing for Success-Men

= 0 % N

0. Dressing for Success-Women

2. Business Writing

General objective:

The main objective of the session is to introduce the
concept of business writing to the participants and
the need for systematic writing. The participants
will be introduced to different types of correspon-
dences and writing methods.

Topics:
*  Objects of business writing
* Fundamentals of business writing
* Types of correspondences
® Means of delivery
*  Correspondences layout
— Template
— Date & reference
— Attention
— Subject
— Body
— Signature
¢ Common phrases
* Fax
*  E-mail
® Memo
¢ Commercial offers

4. Excellence in Service

General objective:

This program aims to provide participants with the
concept of customer service in the aim of raising the
level and quality of services, as well as develop the
participants’ skills in dealing with customers, clients,

and the public.

Topics:

* A general introduction of the “service”

* 'The importance of the service in labor market

* 'The client / customer and its importance

*  What is a high quality service?

* How to gain and maintain a clients’ satis-
faction

* The mechanism of communicating with a
unsatisfied customer

* Types of customers

* Handling Complaints

¢ The art of dealing with the public (clients
and customers).

* The importance of listening skills

e Skills needed for Call Centers

5. Monitoring and Evaluation

The training programs will be delivered to have an
impact at different levels, including the individual
level (e.g. change in graduates skill sets gained in the
training program) and the organizational level (e.g.
change in their professional career development).
The consultant firm’s monitoring and evaluation
activities and tools will track the progress and sus-
tainability of these changes over time utilizing the
following tools:

* On-going Communication: The consul-
tant firm will be in constant communication
with graduates, to monitor learning process,
outputs, and benefits.

¢ Training evaluations: Following each train-
ing both qualitative and quantitative data
will be collected through surveys, written
questionnaires, and verbal feedback from
participants, and trainers. In addition, and
to ensure maximum benefit; our trainers
examine participants’ skill levels during the
training, identify the causes of performance
gaps, and then select the method of inter-
vention to correct the situation.

* Continuous Reporting: The consultant
firm will continuously report to the World
Bank and Ministry of Planning and Inter-
national Cooperation regarding the training
component.



Deliverables:

¢ Developing custom-made training program.

¢ Delivering 20 training Programs of 50 train-
ing hours each
— (Total of 600 trainees—approximately 30

participants in each program).

¢ Insuring quality control and consistency of
the training.

* Providing quality venues that are easily ac-
cessible.

*  Monitoring and evaluating the training, re-
porting results to the World Bank team.

* Managing the training component of the
program.

® Administering an evaluation of the training
during the final sessions.

Target population:

Eligible training recipients will consist of commu-
nity college students who successfully graduate. Out
of the universe of all graduating community college
students, we will randomly select 600 young graduates
Sfrom eight preselected BAU colleges (using a lottery) ro
take part in this training:

Community College Governorate

Amman University College Amman
Princess Alia University College Amman
Al-Huson University College Irbid
Irbid University College Irbid
Ajloun University College Ajloun
Zarqa University College Zarqa
Al-Karak University College Al-Karak
Al-Salt College Al-Salt

While the lottery will insure fairness in determining
the training recipients, this project has a special focus
on female graduates, therefore all participants will be
female.

Training Dates and Implementation:
Due to time restrictions during Ramadan, training
should commence immediately after the conclusion
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of Eid Al-Fitr. In order to insure that this training
will generate a substantial difference in the profes-
sional and workplace capabilities of recipients, we
estimate that a 2 week period of 50 training hours
will be required.

As the targeted students will be spread out in 6 differ-
ent governorates, the consultant firm must possess the
capacity to initiate multiple training sessions simul-
taneously in the allotted month of training, covering
beneficiaries from all 8 colleges at the same time.

Terms and Conditions:

Please note that the consultant firm is not required
to provide job matching services to trainees as a
part of this training. While it is the World Bank’s
responsibility to select and recruit the training re-
cipients, the consultant firm is responsible for coor-
dinating and informing these training recipients of
the time and location of their training session, using
contact information provided by the bank team.

The World Bank team reserves the right to extend,
reduce, or terminate the contract or suspend pay-
ments in case the survey firm does not properly
perform her work and obligations. In addition, the
contract may also expire if the World Bank team de-
cides to put an end to the study.

6. Jordan NOW MIS and Voucher
Fund Implementation and
Supervision Terms of Reference

Terms of Reference

Monitoring Information System and Fund
Disbursement

Jordan NOW: New Work Opportunities for
Women Pilot Program

These terms of reference (ToRs) specify the objec-
tives and requirements for a consultant to set up and
manage the Monitoring Information System (MIS)
including the tracking of vouchers, firms and gradu-
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ates for the Jordan New Work Opportunities for
Women (Jordan NOW) Pilot. These services also in-
clude support during the inception and implementa-
tion phase in the form of printing materials and dis-
semination of information to participating graduates
and interested firms, provision of regular feedback
on take-up by graduates and firms, and verification
of eligibility criteria. These ToRs also clarify the roles,
responsibilities and implementation arrangements
for managing, supervising and disbursing funds for
the job voucher component of Jordan NOW.

Jordan NOW is implemented by the World Bank
with coordination and support from the Ministry of
Planning and International Cooperation (MoPIC).

Project Background and Objectives:

Jordan NOW is a new initiative that aims to increase
female labor force participation amongst recent grad-
uates from eight community colleges. Young women
who have passed the comprehensive examinations in
August 2010 will be selected through a lottery to re-
ceive one or both of the following interventions:

1. Job vouchers: A job voucher with the face value of
150 JD per month for a maximum of 6 months.
This voucher is intended as a short-term incen-
tive for employers to take a chance on hiring new
graduates, and provide an opportunity for young
women to gain valuable work experience.

2. Training: A 50-hour intensive training in em-
ployability skills implemented by the Business
Development Center

The pilot program will experimentally test the ef-
fectiveness of these interventions; a baseline for the
impact evaluation was conducted in July 2010.

Scope of Work:

The scope of work consists of two main activities:

1. Consultancy services including MIS, tracking
and verification of eligibility, and support for
dissemination activities

2. Management, supervision and disbursement
of funds for job voucher component

A. Consultancy Services

The MIS will track, update information, and pro-
vide monthly progress reports on two target seg-
ments (See Annex II on MIS):

1. Young female graduates who have been select-
ed through the lottery to receive job vouchers.
The estimated number of female graduates to
be monitored is 600. Of these, 450 graduates
who first secure valid employment will benefit
from the voucher. These young women have
successfully graduated from eight Al-Balqa
University (BAU) colleges:

Community college Governorate

Amman University College Amman
Princess Alia University College Amman
Al-Huson University College Irbid
Irbid University College Irbid
Ajloun University College Ajloun
Zarqa University College Zarqa
Al-Karak University College Al-Karak
Al-Salt College Al-Salt

2. All firms and organizations who participate
in Jordan NOW as employers of these female
community college graduates.

The consultant will be responsible for verifying
employment according to the following criteria:

If any firm or organization, public or private, agrees
to employ the graduate, then the organization needs
to satisfy the following eligibility conditions and
submit documentation for verification:

*  Valid municipality work permit

®  Proof of registration: For instance, private com-
panies may be registered with the Jordanian
Chamber of Commerce or Jordanian Chamber
of Industries; NGOs may be registered with rel-
evant line ministries



* Bank account and willingness to share details
with the consultant; The employer must also en-
sure a suitable protocol exists for receiving bank-
to-bank transfers.?

* Ofhicial letter of appointment or employment
contract stipulating terms and job description
signed by employer and employee

*  Minimum wage offer of JD 150 per month

The consultant will verify valid employment upon
receiving from the firm via fax or email the follow-
ing as proof of eligibility in order to register into the
voucher program:

1. Photocopy of the municipality work permit

2. Photocopy of registration certificate from the
appropriate agency

3. The employing firm must have a bank account
to receive the payments and must be willing to
share this information with the consultant

4. Full address

Business phone contact number

e

6. Appointment letter or employment contract with
the graduate’s name stamped with the firm’s seal
and which states the salary (a minimum wage of-
fer of JD 150 is required) and explains duties and
responsibilities under this position. This docu-
mentation must be supported by a copy of the
graduate’s ID card. In case all conditions were
fulfilled and proof received from the employer,
a formal acceptance letter will be issued by the
program to the employer.

This registration is compulsory to avail of the job
voucher; no payment will be released until the
consultant verifies that the firm is eligible to par-
ticipate. By providing the job appointment letter the
employer confirms his/her consent to comply with
other program conditions as described in section (B)

(ii) of this TORs.

The consultant will support information and dis-

semination activities by:

1. Printing all documentation for the student infor-
mation sessions—information sheets, voucher let-
ters and training letters, organizing these packages
and verifying the identity of the recipients.
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2. 'The consultant must provide a dedicated con-
tact email address and phone number for Jor-
dan NOW that any interested graduate and firm
may use for further enquiries."

3. The consultant is expected to make efforts in col-
laboration with the World Bank team to ensure
that there is a maximum take-up in the program.
The consultant is not expected to make any efforts
to help graduates find jobs. The consultant will be
however expected to help in making the firm un-
derstand this is a legitimate offer and easy to use."

4. Whether the job voucher is cashed or not de-
pends on business and other conditions, and the
consultant is not expected to make any efforts to
that end. As such the consultant will not be held
responsible for the number of graduates that will
be able to benefit from the voucher scheme.

5. An audit of the intervention will be carried out
around 3 months into the program by a third
party and the consultant will be expected to pro-
vide all relevant information concerning the im-
plementation of the component to the auditors.

B. Management, supervision and disbursement
of funds under the job voucher component
The consultant will be responsible for manag-
ing a fund for payments to firms under the job
voucher component; for supervision of this fund;
and for disbursement of funds upon stringent
verification of eligibility criteria and employment
contracts. The consultant will be responsible for
reimbursing firms 150 JD per month for a maxi-

? In the absence of a clear protocol, including the absence of a
bank account into which transfers can be made or unwilling-
ness to share bank details, reimbursements against vouchers
will not be possible.

Tn handling enquiries, the consultant must follow project
guidelines as set out in project brochures and flyers. Any
clarifications will be handled as necessary and on a case-
by-case basis by the World Bank team, with the approval
of the TTL.

1In the absence of a formal appointment letter or employ-
ment contract, an employment agreement will be signed
by the employer and the graduate. This agreement will be
drafted by the consultant and approved by the TTL.
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mum of 6 months upon successful verification of
employment and bank details.

The logistics for these activities are described below:

1. Once the MIS is designed and functioning, and
accounting and management support teams are
in place, the consultant will begin the process of
verification of eligibility.

2. 'The following verification and payment rules must
be followed for each approved disbursement:

a. Upon the start of the employment, both the
firm and the graduate will be required to
confirm their employment with the consul-
tant by the 25" of each month. A grace pe-
riod of 7 days from the 25® will be allowed.
Failure to confirm employment status on
either side beyond that will result in pay-
ments being reimbursed at the next monthly
cycle, along with any reimbursements that
may be due for the next month. Failure to
confirm employment status for two continu-
ous monthly cycles may risk a termination
of benefits from the program. Each of these
payments is a reimbursement: The employer
must pay the salary first, and upon verifica-
tion, the program will reimburse the employ-
er through a bank transfer

b. The employment should be at least one month
long to receive the first payment. The firms
and students will also be monitored by the
consultant each month to verify continued
employment in the firm. In addition, random
visits will be paid to firms reporting having
hired a graduate by the administrator of the
voucher program to ensure that reimburse-
ment claims are legitimate. If these conditions
are not satisfied, the consultant will stop the
job-voucher payments and bar the student
and the firm from further participation.

c. 'The consultant must verify bank account de-
tails provided by the employer.

3. Once each month, on the 3" of the month or
earlier, beginning in November 2010, the con-
sultant must provide the TTL with the list of
all employers and graduates who have entered

into an employment contract and have satisfied
all eligibility criteria. This list must be linked to
bank details and transfer amounts for payments
due for the preceding month. Upon submission
of this list and the TTLs approval, an amount
equal to the total will be transferred to the fund
for disbursements to the approved firms.

4. All transfers from the voucher account to the
employer must be tracked in the MIS, and a bi-
monthly report on all transfers in the form of
formal bank statements must be submitted to

the TTL.
Methodology
The services will be provided on three phases:

1. Inception Phase:

The consultant shall provide assistance to the Jordan
NOW pilot to help in launching the program by
contributing to the following aspects:

1. Facilitating contact with the community col-
leges administration for coordination purposes.

2. Supervising the design and production of infor-
mation documents such as fact sheet, voucher,
training letter and other material if necessary.

3. Attending some of the information and public
awareness sessions organized for selected gradu-
ates at colleges by the World Bank and MoPIC,
and participate in presentation and answering
graduates questions.

The duration of this phase is about four weeks.

2. Setup Phase:

The consultant shall prepare and install the required
database and MIS system for monitoring and follow
up of graduates after the launching of the program.
The set up will also include the development of
forms and files to be use in the monitoring process.
The database will be structured to contain the es-
sential information of the graduates (voucher serial
number, ID number, registration number, name,
college, address, etc.). This phase will consist of the
following steps:



1. Prepare a classified list of interested employers
(according to sectors) with the required special-
izations and vacancies (if available). The list will
be entered in the system including enterprises
basic information and contact addresses. This
will be done in coordination with the Chambers
of Industry and Commerce.

2. Prepare a classified list of the interested target
graduates including their information to be en-
tered in the system. Initially, there will be 600
graduates in the database, but eventually the re-
cords of monitoring will include only the ones
who managed to benefit from the vouchers and
get stable jobs.

3. Design and produce a brochure or flyer to be
distributed to the Chambers of Industry and
Commerce and among graduates, in order to
advertise and raise awareness among enterprises
about the program. The quantity of flyers shall
be determined later.

4. Design the MIS according to the criteria needed
to manage the program. The MIS shall include
records of the job vouchers and job locations;
follow up steps, inspection visits and financial
status of the salary subsidy per each graduate.

The MIS used shall be simple and practical. It is an-
ticipated to use Access and Excel software in setting
up the system. The duration of this phase is about
four weeks.

3. Implementation Phase:

The consultant shall use the developed MIS and the
available resources to monitor the activity of the tar-
get female graduates and their progress in finding
jobs and retaining these jobs. They shall provide a
contact officer to receive calls from graduates, in ad-
dition to supporting staff to manage the monitoring
process. The tasks and responsibilities of the moni-
toring staff will include:

1. Follow up and trace the employed graduates by
means of contact and field visits to the work-
place.

2. Keep updated electronic track of the status of
employed graduates.
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3. Keep copies of official documents and correspon-
dence such as enterprises official documents, let-
ters of appointment and employment contracts.

4. Report to the World Bank about the progress of
the program.

5. Approve the employers entitled to collect
voucher payments based on the acceptance con-
ditions.

6. Keep updated accounts of the vouchers eligible
payments and the remaining payments.

7. Daily maintenance of the system.

The consultant shall perform the following procedures
in order to monitor the program implementation:

1. Receive the calls from the successful graduates
informing the administrator of placement in a
new job with an employer.

2. Provide guidance and advice to both employed
graduate and employer regarding the rules and
instructions of the program.

3. Request and receive the official documents as an
evidence of employment.

4. Collect the required documentation from the
employer.

5. Open a file or a record for the employed gradu-
ate to start the tracking steps.

6. Prepare a schedule for random checks of em-
ployer’s work locations (unannounced visits) to
ensure the attendance of the employed graduate.

7. Report any case of corruption or incompliance
with the program and take necessary action.

8. Receive request for collecting the voucher pay-
ments from employers.

The unannounced visits will be organized as one
day per week on average. During the field inspec-
tion day, several enterprises shall be visited, and a
special form or report shall be generated to describe
the situation.

Methodology for managing, supervising and dis-
bursing funds under the voucher component:

1. The consultant will prepare a monthly list of
eligible employers, the graduates who have been
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employed, the amount of payments due to them
and their bank account details.

2. All such employers and employment contracts
shall be verified and sent to the TTL for approval

3. Upon receipt of the funds, the consultant shall
disburse the funds to the approved firms

4. 'The consultant shall maintain an up-to-date
record of each and every such disbursement to
firms.

5. The consultant will submit a statement of all
disbursements made in a month each month by
the 25" of the month to the TTL. This list must
contain details that allow verification with the
initial list of approved firms sent by the 3 of the
month, including bank account details.

Timeframe

The monitoring and management services are ex-
pected to take one year from September 2010 till
September 2011.

Resources
The consultant will provide the following:

Windows and office applications.

Access database stored on Excel spreadsheets.
Computers

Copier/Printer

Mobile phones

Office space

Desks

File closets

0N AW AN

Stationary
. Telephone lines

—_ =
—_ O

. Internet access

—
[\

. Car for transportation during field visits

. Others

—
IS8

Team

The services shall be managed and implemented
through a team. The envisioned structure of the team
is as follows:

MIS administrator Field inspector

Support staff Logistics officer/driver

Program Termination

The program might be terminated in case the fol-
lowing conditions were encountered:

1. Operating for 3 months during the set up and
implementation phases.

2. Failure to achieve the target (i.e. successful
employment of about 100 community college
graduates in the private sector enterprises within
the first 3 months).

3. Written consent of all parties to terminate the
program.

4. Payment of the fees and expenses of the first 3
months of services provision.

The World Bank team reserves the right to extend,
reduce, or terminate the contract or suspend pay-
ments in case the consulting firm does not properly
perform her work and obligations. In addition, the
contract may also expire if the World Bank team de-
cides to put an end to the study.

Annex |: Monitoring Information System

1. An MIS will be designed and updated to track
employment status including any voluntary or
involuntary separations and any new job con-
tracts within the duration of voucher validity.

2. The consultant will update the MIS system with
information from periodic checks on the firms
and students to minimize the incidence of po-
tential fraud and to ensure that payment are
always conditioned on employment since some
students may leave their employers. The consul-
tant will stop payments if there is any evidence
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of illegitimate use of the program or when the each beneficiary, employment status, payments
students leave their employers. records and so on.

3. An information management system will be set
up and maintained by the administrator of the =~ The Design of the MIS Will Be Finalized upon
interventions to monitor uptake, progress and  Approval of the TTL.
changes in the roll-out of the component. Such

database will include basic information about ~ Example: MIS reports for selected seat numbers
Seat Monthof Monthof Employer Graduate Doc submission
Month# number salary payment name Firm ID name Info call date date
1 2012623 2010/0ct 2010/ Oct 168 25-Sep-10 25-Sep-10
2 2012623 2010/Nov 2010/ Nov 168 25-Sep-10 25-Sep-10
1 2012721 2010/Nov 2010/ Nov 473 09-Oct-10 09-Oct-10
5 2012721 2011 /Mar 2011/ Mar 473 09-Oct-10 09-Oct-10
3 2012721 2011 /Jan 2011/ Jan 473 09-Oct-10 09-Oct-10
4 2012721 2011/Feb 2011/ Feb 473 09-Oct-10 09-Oct-10
2 2012721 2010/Dec 2010/ Dec 473 09-Oct-10 09-Oct-10
6 2012721 2011 /Apr 2011 /Apr 473 09-Oct-10 09-Oct-10
1 2011458  2010/Nov 2010/ Nov 223 28-Sep-10 10-Oct-10
5) 2011458 2011 /Mar 2011/ Mar 223 28-Sep-10 10-0ct-10
3 2011458  2011/Jan 2011/ Jan 223 28-Sep-10 10-Oct-10
4 2011458 2011 /Feb  2011/Feb 223 28-Sep-10 10-0ct-10
2 2011458  2010/Dec 2010/ Dec 223 28-Sep-10 10-Oct-10
6 2011458 2011 /Apr 2011/ Apr 223 28-Sep-10 10-0ct-10
Starting Approval Work Work Salary Verification

work date  Job title date hours days received date

01-Oct-10 02-Nov-10 150.00 8 6 TRUE 04-Nov-10

01-Oct-10 02-Nov-10 150.00 8 6 TRUE 09-Dec-10

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 09-Dec-10

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 04-Apr-11

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 06-Feb-11

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 01-Mar-11

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 03-Jan-11

01-Nov-10 28-Nov-10 150.00 8 5 TRUE 08-May-11

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 09-Dec-10

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 03-Apr-11

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 06-Feb-11

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 10-Mar-11

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 04-Jan-11

01-Nov-10 21-Nov-10 150.00 8 6 TRUE 08-May-11







Annex

Principles for a Proposed Scale-up

ith this background of high rates of
youth unemployment and long search
durations, in a context where minimum

wages exceed the value that many of these youth
currently offer to the private sector, the objective of
a job voucher program should be to lower the costs
to private firms of hiring unemployed youth.

Given the emphasis on enhancing youth employ-
ment in the NES, below we outline the elements
of a scaled-up Job Voucher program, should this be
one of the options under consideration.

Proposed Eligibility Criteria: Job voucher eligibil-
ity should be limited to male and female graduates
of community colleges and universities who are

1. aged 25 and under;
2.
3. are not currently formally employed (as deter-

have graduated one year or more ago; and

mined by registration in the social security sys-
tem).

The rationale for limiting eligibility to intermedi-
ate diploma holders and university graduates is to
focus on the acquisition of on-the-job general and
employability skills in jobs that these youth are tech-
nically qualified for. On the other hand, less edu-
cated youth do not compete in the same segment of
the labor market and an employment program that
caters to them may need to focus on developing spe-
cific technical or vocational skills that improve their
employability or short-term labor-intensive works.
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Enrolment: To kick-start the scale-up, enrolment
for the voucher should be opened for a fixed period,
say, August—December each year, for consideration
into the program for the next calendar year. Candi-
dates will fill a simple form covering eligibility infor-
mation and their ID number, contact information
and Bank account details under a special program
window with the Implementing Agency (IA). In
Jordan, an organization such as the Social Security
Corporation (SSC) is a natural candidate given the
design proposal. This form would be mailed to the
IA or filled out online on a specially designed portal.
The IA will maintain this database of unemployed
youth, verify eligibility, and confirm enrolment into
the program to the participant through a voucher
registration number, which identifies them as pro-
gram participants.

Proposed Voucher amount: Vouchers remain the
property of the graduate, and can be taken from one
job to another until all months of eligibility have
been used. Vouchers should pay the firm who em-
ploys a youth enrolled in the program a subsidy that
is a fraction of the minimum wage over a period of
at least a year, with a gradually declining subsidy. By
paying less than the full amount of the minimum
wage, the voucher effectively (a) lowers the cost to
the employer of hiring a young entrant into the labor
market; (b) puts the onus on the employer to consid-
er the net productivity of each potential hire relative
to the net cost of hiring; and (c) as a result, creates
incentives and conditions that are more conducive to
finding longer term employment relationships.
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Setting the Voucher Subsidy: How Much Is Too Much?

Contrary to the terms of the pilot where the subsidy was set equal to the prevailing minimum wage of 150 JD, we propose a partial subsidy of
the minimum wage for any scale-up of the job vouchers component. Why? Because the lessons from the pilot suggest that very few long-term
jobs were created when employers were offered a subsidy equal to the minimum wage, and essentially were able to hire workers free for up
to six months. And since then, the Jordanian minimum wage has been increased to 190 JD.

As a result, firms did not have to pay anything out of pocket for the worker carrying the voucher, although 18 percent firms chose to pay a wage
higher than 150 JD. One concern with a full subsidy voucher is one of fraud—that employers pretend to hire workers, not make them do any
work, and split the subsidy with the worker. While we have no direct evidence that this happened during voucher implementation, it may be a
more pertinent concern in a larger scale program where enforcement and monitoring will need to be strengthened considerably. One the other
hand, if the firm has to pay some part of the minimum wage, the tendency for gaming the system becomes more costly.

A broader advantage is to tap into the behavioral instinct that people value things only when they pay for them, so that firms will treat workers
differently if they are paying some of the worker’s cost rather than if they come free, and potentially be more likely to give them proper tasks
on the job.

A full subsidy also implies that the employer hires a voucher carrier if their net productivity is perceived to be anything above zero. By having
the employer share in the cost of the worker, it creates incentives to better screen workers at hiring, and potentially may lead to more sustained
employment matches.

However, these concerns have to be balanced with the view, anecdotally and from surveys, that young graduates have limited experience, lack
work ethic and that the hiring process involves substantial uncertainty about the quality of the worker. To incentivize firms to take a chance on

these young workers, the subsidy will need to be fairly sizeable, albeit less than the full minimum wage, at least in the initial phases.

One such proposal is outlined here. The voucher
subsidizes the monthly wage paid by the firm to the
extent of 100 JD per month for each of the first six
months a voucher holder is employed, and then by
50 JD per month for each of the next six months a
voucher holder is employed. This structure extends
the duration of the voucher period, allowing young
entrants a longer period of experience on the job and
more time to find the right match, and by not sub-
sidizing the full minimum wage, and enforcing cost
sharing by employers, creates incentives for creating
productive employment relationships. With a full
subsidy equal to the minimum wage, hiring a worker
is costless to an employer, resulting in the creation of
purely temporary or fake jobs to gain the subsidy.

Proposed Conditions of Employment: The job
voucher can only be redeemed for a job which is

¢ Full-time: defined as 30 or more hours a week

* Has a written job contract spelling out the re-
sponsibilities of the worker and stating a wage at
least as high as the minimum wage

¢ Is in the private sector, with a firm that is reg-
istered.

Proposed Implementation Arrangements:

¢ Implementing agency: The job voucher will be
redeemed through registration and verification
in a special window created in the IA for the
program. The employer must register the worker
in the social security system under a program
window and make the appropriate social secu-
rity contributions each month. Contribution to
the social security system will serve as proof the
worker is still employed in the firm and will be
used to automate the payment. These synergies
with the SSC, and their pre-existing capacity
and database are what make them ideally suited
to take over program implementation.

® Payment scheme: The firm will directly pay the
worker the wage net of the appropriate voucher
amount and remit the employer’s share of social
security contributions to the SSC. Upon verifica-
tion of current conditions of employment, em-
ployment status, firm’s payment of wage to the
worker, the IA will credit the subsidy (100 JD or
50 JD depending on the month of use) to the
worker’s account directly after deducting em-
ployee contributions to social security. By mak-
ing registration in social security a pre-condition



for redeeming the voucher, the SSC and IA da-
tabase will provide an up-to-date snapshot and
verification tool.

Treatment under Social Security and Labor Laws:
Workers hired using the voucher will be considered
as a special category for this program during the
duration of their voucher use. To allow firms to be
motivated to participate in the program and work-
ers to find an appropriate match, firms should not
be subject to restrictions or penalties for firing these
workers during the period of voucher use. Then if
workers are retained once the voucher is finished,
firms should still have the three month probationary
period before labor laws on firing bind.

Monitoring, Evaluation and Audit: The database
maintained by the IA and the SSC will be updat-

ANNEX I1l: PRINCIPLES FOR A PROPOSED SCALE-UP

ed and verified on a monthly basis in line with the
schedule of voucher payments. Regular random au-
dits (to 5 percent of participating firms and employ-
ees from the database) will be conducted to ensure
compliance, verify the veracity of information, and
highlight any implementation issues. Any misrepre-
sentation or non-compliance will be subject to legal
action. The objective of these random audits to raise
the costs of non-compliance and misuse so as to en-
sure effective implementation and achievement of
program objectives. A regular evaluation of the pro-
gram will be built into the quarterly rounds of the
Employment Unemployment Surveys conducted by
the Department of Statistics by (i) oversampling in-
dividuals in the target group; and by (ii) administer-
ing a specially developed module to collect data on
program implementation and outcomes.
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