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1.0 FINANCIAL INTERMEDIATION
1.1

Business Environment

Over the past decades, Mauritius has emerged as a unique investment destination and as a great
place to do business. The country enjoys a vibrant economy, stable democracy and high living
standards. Since independence in 1968, it has ambitiously moved from a small agricultural economy
to a dynamic secondary sector (textile and tourism), to the services sector through global business
activities and lately Business Process Outsourcing.
In the 2012 ‘Ease of Doing Business’ publication of the World Bank, Mauritius is ranked 23rd out
of 183 economies and 1st among African countries. Mauritius has an open economy, with very
few restrictions on exports and imports. Trade policies are geared towards securing the import
requirements of the population as well as promoting Mauritius as a business centre from where
export and re-export activities can fully take place.
Furthermore, Mauritius is a member of various important international organisations as well
as regional blocks and of greater importance; the island is one of the first African countries to
be eligible under the African Growth and Opportunity Act. A new business can be set-up and
operational in just three days. Investors and professionals benefit from a hassle-free environment
where income and corporate tax are harmonised at a low 15 percent. Businesses can be conducted
locally in several forms: under a self-employed activity, as a partnership with Mauritian nationals
or a 100 percent foreign owned company under the Companies Act.
Mauritius offers both a low tax jurisdiction and competitively priced business costs. The Mauritius
tax regime is one of the lowest in the world:
Corporate and income tax of 15 percent;
Tax free dividends;
No capital gains tax;
Up to 100 percent foreign ownership;
Exemption from customs duty on equipment;
Free repatriation of profits, dividends and capital;
No minimum foreign capital required;
50 percent annual allowance on declining balance for the purchase of electronic and computer
equipment; and
 An extensive tax treaty network with several countries.









Numerous multinationals today use the country as a conduit to emerging economies, especially
India and China. State-of-the-art telecommunications facilities link the island to major world
capitals around the clock. Transport links to the island are extensive, with air and sea links to both
the main European Cities and the Far East. An array of well-established restaurants, hotels and
leisure activities provide options for all tastes and generally all establishments are of a very high
standard catering for both the high demands of the business sector as well as the discerning tourist.
As such, visitors and expatriates will find an incredible amount of options for leisure facilities to
cope with the demands and interests of the very cosmopolitan populations in all the islands - not
least of course the high quality golf courses and wide variety of water-based activities.
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1.2

The Financial Intermediation Sector in Mauritius

In the late 1980’s and early 1990’s, the Mauritian Financial Intermediation sector was marked by
the process of financial liberalisation. Liberalisation and market deregulation were important
in order to develop and modernise the Financial Intermediation sector and at the same time
attempting to position Mauritius as a regional financial centre.
The Financial Intermediation sector in Mauritius witnessed rapid growth for the past decades and
has become one of the main pillars of the Mauritian economy. Mauritius is slowly emerging as a
reputable financial centre in the south west of the Indian Ocean. Its potential is growing further,
especially with the strengthening of global business. Rapid development is expected in the future
due to deregulation, liberalisation, the regular updating of financial services legislations and the
involvement of financial services authorities.
The sector comprises domestic and offshore banks, insurance companies, pension funds, the stock
exchange, foreign exchange dealers, money-changers, stockbrokers, factoring and leasing, equity
and venture capital funds, collective investments, trusts, house finance companies, a development
bank and a certain extent of micro-finance. The aim of the government is to further develop the
sector as a major financial centre of international repute. Over the past few years, the Financial
Intermediation sector has stepped up its role in the economy, partly due to governmental support
to the industry.

1.3

Evolution of the Financial Intermediation sector

The financial services activities have experienced a gradual shift away from the dominance of
banks and insurance companies. A number of non-banking financial institutions emerged to play
a vital role as a broad-based liberalisation of the economy took place. The strength of the sector
does not rely anymore on traditional banking.
Market reforms were necessary for the development of the Financial Intermediation sector which
now comprises an array of institutions including well-established banks, insurance and pension
companies, stockbrokers, investment companies, non-bank deposit-taking institutions, leasing
companies, credit institutions, money changers and foreign exchange dealers.
In recent years, Financial Intermediation sector has undergone some of the most rapid and
extensive changes in any markets. The dynamism and frailty of the sector worldwide has been
highlighted many times by world leading organisations and leaders. The financial crisis highlighted
the vulnerability of the sector in the world market.
However, global financial markets have undergone major structural change in recent years. The
emergence of China, India and other Eastern European countries has changed the global financial
setting. This has led to an inflow of currency from and towards these countries in the form of
investment.
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1.4

Definition of the sector

According to Statistics Mauritius, the activities for the Financial Intermediation sector can be
categorised into three sub groups namely:
(i)
insurance corporations;
(ii) banks; and
(iii) other financial intermediaries.
Insurance sector comprises the following:
 Life assurance companies;
 General insurance companies; and
 Pension funds.

Financial Intermediation comprises the following:





Central Bank;
Commercial and Offshore banking;
Financial leasing; and
Other financial, monetary and credit granting.

Business Services – this sector covers activities of a few large business enterprises such as:
 Global Business companies;
 Audit and Accounting firms; and
 Professional workers such as lawyers, accountants, notaries, surveyors and so on.

The main operators in the sector are:













1.5

Banks;
Insurance Companies;
Stockbrokers,
Insurance Brokers and Insurance Agents;
Investment Companies;
Venture Capital Companies;
Fund Managers;
Foreign Exchange dealers;
Money-changers;
Leasing Companies;
Credit institutions; and
Bond dealers.

Contribution of the Financial Intermediation to the Mauritian Economy

The importance of the Financial Intermediation sector towards the economy has been constantly
growing since the 1980s. Its contribution to the GDP has been increasing to reach 10.1 percent in
2011. The banking sector contributes the biggest share with almost 5.7 percent of GDP in 2011.
It is expected that the sector will contribute 10.2 percent of GDP in the year 2012. The GDP
evolution of the Financial Intermediation sector is shown in Table 1 and Figure 1.
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Table 1: Percentage contribution of the Financial Intermediation to GDP
Year
Insurance
Banks
Other
					
2000
2001
2002
2003
2004
2005
2006
2007
2008
2009
2010*
2011*
2012**

2.3
2.3
2.3
2.6
2.6
2.8
2.8
2.7
2.7
2.9
2.9
3.0
3.1

5.7
4.8
4.9
5.8
5.0
5.1
5.3
5.7
5.8
6.1
5.7
5.7
5.7

0.8
0.9
1.0
0.9
1.1
1.2
1.3
1.4
1.3
1.4
1.4
1.4
1.4

Total
contribution to GDP
8.8
8.0
8.4
9.4
8.7
9.2
9.3
9.8
9.8
10.4
10.0
10.1
10.2

* Revised
** Forecast
Source: Statistics Mauritius - National Accounts Estimates (2009 – 2012) March 2012 issue and Historical Series

Figure 1: Percentage contribution of the Financial
Intermediation to GDP
12
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Employment in Mauritius

Population projection 2010-2050
According to the World Bank population projections by country, the population of Mauritius,
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1.6

Employment in Mauritius

Population projection 2010-2050
According to the World Bank population projections by country, the population of Mauritius, which
was 1.250 million as at December 2011, would reach its peak by 2035, which is 1.367 million,
and would gradually dwindle to reach around 1.322 million in 2050. This population pattern will
obviously have an impact on the labour force, more particularly on the active labour force, as
depicted in Figure C.
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Figure A: Population projection 20102050, Island of Mauritius
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Figure B clearly projects the ageing of the Mauritian population with an increasing trend of
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Figure B: Population pyramids by age group and gender, Island of Mauritius, 2010, 2020 & 2050
Figure B: Population pyramids by age group and gender, Island of Mauritius, 2010, 2020 & 2050

http://www.nationmaster.com/country/mp-mauritius/Age_distribution
http://www.nationmaster.com/country/mp-mauritius/Age_distribution
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Highlights of the labour force, employment and unemployment as at fourth quarter 2011
 The total Mauritian population aged 16 and over for the fourth quarter 2011 stood at 987 200,

with 483 800 males (49 percent) and 503 400 females (51 percent).
 The total economically active population was 585 600, comprising of 365 500 males (62

percent) and 220 100 (38 percent) females.
 Employment of Mauritians is estimated at 541 800 at the fourth quarter of 2011 compared to

537 700 for the same period in 2010 and 536 400 at the fourth quarter of 2009.
 The unemployment rate is estimated at 7.5 percent, comprising of 4.9 percent for males and

11.8 percent for females. The unemployment rate stood at 7.2 percent for same period in
2010 and 6.3 percent in 2009.
 The tertiary sector was the major employer with 63.8 percent followed by the secondary

sector 27.5 percent and primary sector 8.7 percent.
 Employment in the Construction sector represented 10.2 percent of the active population in

employment and it stood at 10.7 percent for the same period in 2010.

The main characteristics of the unemployed at the fourth quarter of 2011 were:
 There were 43 800 unemployed comprising 17 900 males (41 percent) and 25 900 females

(59 percent).For the same period in 2010, there were 41 600 unemployed comprising 13 100
males (31 percent) and 28 500 females (69 percent).
 17 100 or about 39 percent of the unemployed were aged below 25 years. For the same period

in 2010, 15 300 or about 37 percent of the unemployed were aged below 25 years.
 Some 8 600 or 20 percent had not reached the Certificate of Primary Education (CPE) level or

equivalent and a further 15 900 (36 percent) did not have the Cambridge School Certificate
(SC) or equivalent. For the same period in 2010, some 9 000 or 22 percent had not reached the
Certificate of Primary Education (CPE) level or equivalent and a further 16 700 (40 percent)
did not have the Cambridge School Certificate (SC) or equivalent.
 In fourth quarter 2010, 14 100 (34 percent) were looking for a first job while this figure rose

to 15 600 (36 percent) in 2011.
 Employment of Mauritians increased by 600 from 536 100 in 2010 to 536 700 in 2011. It

increased by 11 300 from 524 800 in 2009 to 536 100 in 2010.
 Unemployment rate stood at 7.8 percent in 2010 compared to 7.3 percent in 2009. It increased

marginally from 7.8 percent in 2010 to 7.9 percent in 2011.
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Table 2: Comparative figures, fourth quarter 2010 and fourth quarter 2011

Q4 - 2010
Q4-2011
			
Labour force
Employment
Unemployment
Unemployment rate (%)
Seasonally adjusted unemployment rate

579 300
537 700
41 600
7.2
8.1

Change
Q4 2011 - Q4 2010

585 600
541 800
43 800
7.5
8.4

+6 300
+4 100
+2 200
+0.3
+0.3

Table 3: Employment and unemployment - Year 2010 & 2011, Island of Mauritius

Year 2010

Year 2011

Change

Employment

536,100

536,700

+600

Unemployment

45,200

46,100

+900

7.8

7.9

+0.1

Unemployment rate (%)

Figure C: Labour market, 4th quarter 2011, Island of Mauritius

Activity rate
59.3%

Unemployment rate
7.9 %
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1.7

Employment in the Financial Intermediation sector

The number of employees in the Financial Intermediation sector has continuously risen since the
year 2000 as shown in Table 4 and Figure 2. The number of people working in the sector has almost
doubled between the years 2000 to 2012. The prospects are there that the sector will continue to
develop; therefore it will be employing more people in the years to come. One particularity of the
sector is the proportion of male and female being employed. In fact this sector is amongst the few
sectors where the disparity between the number of males and females employed is lesser.
Table 4: Employment in the Financial Intermediation sector

Year
		
		

Number
of Male
(000s)

Percentage
of male
employees

Number of
Female
(000s)

Percentage
of female
employees

Total
(000s)

2000

4.3

59.8

2.9

40.2

7.2

2001

4.4

59.4

3.0

40.6

7.4

2002

4.4

59.4

3.0

40.6

7.4

2003

4.5

57.7

3.3

42.3

7.8

2004

4.5

56.9

3.4

43.1

7.9

2005

4.7

53.4

4.1

46.6

8.8

2006

5.1

54.2

4.3

45.8

9.4

2007

5.6

53.3

4.9

46.7

10.5

2008

6.4

53.8

5.5

46.2

11.9

2009

6.6

52.4

6.0

47.6

12.6

2010

6.9

52.2

6.3

47.8

13.2

2011

7.0

51.9

6.5

48.1

13.5

2012*

7.1

51.8

6.6

48.2

13.7

* Forecast
Source: Statistics Mauritius (2012)
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Figure 2: Employment in the Financial Intermediation sector
2000-2012
Number of employees (000)

16
14
12
10
8
6
4
2
0

2000

2001

2002

2003

Number of Male

2004

2005

2006

2007

2008

Number of Female

2009

2010

2011 2012*

Total (000s)

* Forecast
* Forecast
Source:
Statistics
Mauritius
(2012)
Source:
Statistics
Mauritius
(2012)

1.8
1.8

Estimatednumber
number
employees
in the
Financial
Intermediation
from
Estimated
of of
employees
in the
Financial
Intermediation
Sector Sector
from 2012
to 2012
2015

to 2015

An estimation of the number of employees that the Financial Intermediation sector would be
employing by the year 2015 was made using the past trend in the number of employment in
theestimation
sector. Theofindicators
used
numberthat
of employees
in the
sector since the
yearwould
2000 be
to
An
the number
ofwere
employees
the Financial
Intermediation
sector
2011, the percentage GDP contribution to the economy and the GDP contribution at current basic
employing
by the year 2015 was made using the past trend in the number of employment in the
prices.

sector. The indicators used were number of employees in the sector since the year 2000 to
The projection made showed that the number of employment in the Financial Intermediation

2011,
percentage
GDP contribution
to the
the year
GDP2015.
contribution
at current
sectorthe
is expected
to gradually
increase from
theeconomy
year 2012and
to the
Employment
in the

sector
is expected to be around 17,500 in 2015 as shown in Table 5 and Figure 3.
basic
prices.

The projection made showed that the number of employment in the Financial Intermediation
sector is expected to gradually increase from the year 2012 to the year 2015. Employment in
the sector is expected to be around 17,500 in 2015 as shown in Table 5 and Figure 3.
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Table 5: Estimated number of employees in the Financial Intermediation sector 2012-2015

Year		

Total (000s)

2000		
7.2
2001		
7.4
Table 5: Estimated number
of
employees
in
the
Financial
2002		
7.4 Intermediation sector
2003		
7.8
2012 - 2015
2004		
7.9
Year
Total (000s)
2005		 2000
8.8
7.2
2006		 2001
9.4
7.4
2002
7.4
2007		
10.5
2003
7.8
2008		
11.9
2004
7.9
2009		 2005
12.6
8.8
2010		 2006
13.2
9.4
2007
10.5
2011*
13.5
2008
11.9
		
2012**
14.9
2009
12.6
		
2013**
15.8
2010
13.2
		
2014**
16.6
2011*
13.5
2012**
14.9
		
2015**
17.5
2013**
2014**
2015**

* Provisional
** Estimated by HRDC
* Provisional

15.8
16.6
17.5

** Estimated by HRDC

Figure 3: Estimated number of employees 2012-2015

Number of employees (000)

20
18
16
14
12
10
8
6
4
2
0

* Provisional
* Provisional
** Estimated
by HRDCby HRDC
** Estimated
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2.0 AIMS AND OBJECTIVES OF THE STUDY
The aim of the study was to find out the current patterns of skills while assessing how these
have been changing over recent years. This would help develop strategies and policies to reduce
the mismatch between demand and supply of labour in the Financial Intermediation sector. The
Financial Intermediation sector in Mauritius also comprised services in the non-banking sector.
The objectives of the study are to:
1.
2.
3.
4.

assess the current situation of labour shortage in the Financial Intermediation sector;
identify the immediate and future specific skills requirements;
identify the profile of employees required by employers; and
make recommendations for policy makers to devise strategies to reduce the labour mismatch
in the Financial Intermediation sector.

3.0 METHODOLOGY
With a view to achieve the objectives of the Labour Shortage Survey 2011 where data collection
was conducted during the months of July to October 2011, the data to compile this report was
captured from both primary and secondary sources. A triangulation approach was adopted. The
primary source of data was a structured survey questionnaire sent out to various organisations
as well as qualitative data obtained from major stakeholders through structured interviews.
Quantitative data were backed up with qualitative data obtained through face to face semistructured interviews of a few major long-existing players of the local industry. This also confirmed
and complemented the findings of the survey. Secondary sources of data included figures from
Statistics Mauritius and other documents that related to the issue of skills in Mauritius.
A structured questionnaire was developed which comprised 4 sections with 33 questions. A whole
page was dedicated to description of the aims and objectives of the study, definitions and interview
administration details. Questions were rationally shared between closed and open-ended ones.
 Section I assembled questions related to labour shortage at sector of operation level;
 Section II consisted of questions addressing labour shortage at organisation level, with

particular focus on capturing data on current and future labour requirements and on
recruitment and retention of employees in Financial Intermediation sector;
 Section III enlisted questions on how to reduce the skills gap and increase employment;
 Section IV captured general details on each organisation surveyed.

The questionnaire was piloted in a few companies to ensure relevance of questions as well as to
eliminate any discrepancy.
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The questionnaire was mainly targeted to employers in the private sector. Thirty-nine professional
interviewers and eight supervisors were appointed to administer the structured questionnaire
through face to face interviews. In order to ensure consistency in data collection, a briefing
session was carried out. This exercise also ensured that each and every question was properly
understood and asked while answers were rightly recorded thereafter.
The list of companies operating in the Financial Intermediation sector which included non-banking
organisations was obtained from the Levy Grant database 2011 and the National Human Resource
Development Plan 2009 database. 90 companies were randomly selected from that database
ensuring representativeness of the sample through stratification in terms of number of employees.
Companies that could not be contacted (because of reasons like change of name, closure or refusal
to participate) were replaced by companies of similar characteristics.
Following the data collection, questionnaires were verified for completeness and data entry in
Statistical Package for the Social Sciences (SPSS) 18.0 ensued. The final database, after data
cleaning and validation, comprised entries from 90 companies and their main activities are
described in Table 4, on which the findings of the study were based.
The main activities of the Financial Intermediation sector were classified in the following
categories:
 Accounting, Auditing and Taxation services
 Activities auxiliary to financial intermediation
 Banking services including Offshore
 Financial leasing
 Fund management/Investment company
 Insurance and pension funding
 Money changer
 Security dealing activities
 Global Business Management

Hence, the survey sample comprised organisations mostly involved in the banking, insurance,
offshore and financial services sector as shown in Table 6.
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Table 6: Number of organisations surveyed according to activities and number of employees
Number of employees
Activities
1 to 5 6 to 10 11 to 50 51 to 101 to
				
100 200

201 to
300

301 to
500

Above
500

Total

Accounting, Auditing and Taxation services

0

0

8

2

2

0

1

0

13

Activities auxiliary to financial intermediation

1

2

6

3

1

0

1

0

14

Banking and Offshore services

1

1

7

2

1

3

2

1

18

Financial leasing

0

1

1

1

0

1

0

0

4

Fund management/Investment company

0

0

2

0

0

1

0

0

3

Insurance and pension funding

5

1

14

7

3

1

0

0

31

Money changer

0

0

2

2

0

0

0

0

4

Security dealing activities

0

0

1

1

1

0

0

0

3

Total number of companies (90)

7

5

41

18

8

6

4

1

90

The distribution of those who had the responsibility to fill the questionnaire was quite diverse as
shown in Figure 4. 37 percent of respondents were either HR Director or HR Manager. 45 percent
of respondents were from the ‘Others’ category and their different job titles are listed below:
 Accountant
 Accounts Supervisor
 Administrative Manager/Officer    
 Assistant General Manager
 Assistant Manager
 CEO/Director
 Claims Manager
 Company Administrator/Secretary
 Executive Assistant
 Finance & Administrative Manager
 Financial Accountant
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Assistant
AStudy
on Labour
Shortage in the Financial Intermediation sector in Mauritius




Finance & Administrative Manager
Financial Accountant

 Finance Manager/Officer



Finance Manager/Officer

 Head of Administration



Head of Administration

 HR Executive/ Supervisor/Officer/Assistant/Secretary



HR Executive/ Supervisor/Officer/Assistant/Secretary

 HR, Quality & Administration Officer



HR, Quality & Administration Officer

 Managing Partner/Partner



Managing Partner/Partner

 Marketing Manager



Marketing Manager

 Programme Manager



Programme Manager

 Senior Administrative Officer  



Senior Administrative Officer

 Training and Development Manager



Training and Development Manager

Figure 4: Job titles of respondents

HR Director or Manager

37%
45%

General Manager
Operations Director or
Manager
Others*

8%

10%

Data analysis
analysis and
and report
report writing
writing were
March 2012.
Data
were carried
carried out
out in
in March
2012. Simple
Simple univariate
univariate(frequency
(frequency
runs) and bivariate analyses (cross- tabulations) were conducted.

runs) and bivariate analyses (cross- tabulations) were conducted.

For the purpose of this study, the skill level of employees has been classified into three broad

For
the purpose
this study,
the skill Workers
level of and
employees
has been
into three
broad
categories
namelyofWorkers,
Specialised
Professional
Staff.classified
A brief definition
of these

three categories
of employees
appeared on Workers
the front page
of our questionnaire
that respondents
categories
namely
Workers, Specialised
and Professional
Staff. Asobrief
definition of
were on the same wavelength with regard to the different skill level of employees.

these three categories of employees appeared on the front page of our questionnaire so that
respondents were on the same wavelength with regard to the different skill level of employees.
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Employee classifications
Employees have been classified into three (3) broad categories:
1.

Worker: A Worker is a labourer or non-technical staff. Their work is mostly manual and
repetitive. Examples include Sales Representatives and Cashiers.

2.

Specialised Worker: A Specialised Worker requires some form of education or training to
master skills. Their work is mostly repetitive, but requires a level of skill or understanding
that is slightly more sophisticated than manual work. Examples include Compliance Officer
and Claims Agents.

3.

Professional Staff: Professional Staff is more independent and performs a variety of tasks.
They require a higher level of education and/or experience to be able to fulfill their roles.
Examples include Accountants, Financial Advisors and Claims Managers.
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4.0 FINDINGS OF THE SURVEY
4.1

Employment profile of the sector

4.0 FINDINGS OF THE SURVEY

The survey has found that in the Financial Intermediation sector, most organisations had a

good blend of the three categories of employees namely ‘Worker’, ‘Specialised Worker’ and

4.1

Employment profile of the sector

‘Professional Staff’ among their employees. The survey also revealed that among the 90
The survey has found that in the Financial Intermediation sector, most organisations had a good
blend of the three categories of employees namely ‘Worker’, ‘Specialised Worker’ and ‘Professional
employees.
should
be notedThe
that
in allalso
therevealed
companies,
was
one employee
Staff’ amongIttheir
employees.
survey
thatthere
among
theat
90least
companies
surveyed,from
all
of them were employing at least one person from each category of employees. It should be noted
the Professional Staff category and that 97 percent of organisations had employees in the
that in all the companies, there was at least one employee from the Professional Staff category
Specialised
as shown
Figure 5. in the Specialised Worker category as shown
and that 97 Worker
percent category
of organisations
hadinemployees
in Figure 5.

companies surveyed, all of them were employing at least one person from each category of

Percentage

Figure 5: Percentage of companies employing people in
the three categories
105
100
95
90
85
80

97

100

88

Worker

Specialised
Worker

Professional Staff

As shown in Figure 5, the three categories of employees, namely, Workers, Specialised Workers
As shown in Figure 5, the three categories of employees, namely, Workers, Specialised Workers and

and
Professional
Staff, fairly
werewell
fairly
well represented
across the
Financial Intermediation
Professional
Staff, were
represented
across the Financial
Intermediation
organisations
surveyed, with the Professional Staff being employed in most of the 90 companies. Table 7 shows
the number of employees according to the three categories.

organisations surveyed, with the Professional Staff being employed in most of the 90
companies. Table 7 shows the number of employees according to the three categories.
Table 7: Number of employees according to employees’ categories

Employee Category

Number of employees

Worker

997

Specialised Worker

3793

Professional Staff

3976

Total

8766

A stratification
of the total number of employees by employee category revealed that Professional
21
|Page
Staff comprised the major chunk, representing 46 percent of the workforce, followed by Specialised
Workers 43 percent and the Workers category representing 11 percent as illustrated in Figure 6. The
Financial Intermediation sector is one of the few sectors where the majority of employees fall under
the category of Professional Staff. This was confirmed through the qualitative interviews where all
the respondents said that they had a majority of Professional Staff among their workforce.
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Professional Staff among their workforce.

Figure 6: Percentage distribution of employees per category

46%

Worker
43%

Specialised Worker
11%

Professional Staff

47 percent
percent of
of organisations
organisations having
employees
were
actually
employing
full-time
47
havingbetween
between11-50
11-50
employees
were
actually
employing
fullemployees as shown in Table 8.

time employees as shown in Table 8.

Table 8: Percentage of organisations employing full-time employees
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Number of employees

Percentage

1 to 5

8

6 to 10

5

11 to 50

47

51 to 100

20

101 to 200

9

201 to 300

6

301 to 500

4

Above 500

1

Regarding part-time employees, 78 percent of respondents said that their organisations were not
employing part-time employees and 18 percent of organisations were employing between 1 to 9
part-time employees. The result is presented in Table 9.
Table 9: Percentage of organisations employing part-time employees

Number of employees

22

Percentage

None

78

1 to 9

18

10 to 50

3

51 to 100

1
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Among the 90 companies surveyed, 30 organisations were employing 138 foreign/expatriate. The
highest number of foreign/expatriate workers was employed in the Professional Staff category
Table 10: Number of foreign/expatriate staff employed by organisations surveyed
as shown in Table 10. This shows that there is a scarcity of employees in the Professional Staff
category. In the qualitative
interviews,
all respondents
said that
they had expatriates working for
Employee
category
Number
of workers
them and all the expatriate employees were mainly employed for specific jobs which were difficult
Worker
4
to find in Mauritius. One of the respondents said that her CEO was an expatriate.
Specialised Worker
5
Professional
Staff
129by organisations surveyed
Table 10: Number
of foreign/expatriate
staff employed

Total

138

Employee category

4.2

Number of workers

Worker

4

Educational
distribution of the different categories
of employees
Specialised Worker
5
Professional Staff

129

As compared to Total
many other sectors, in the Financial Intermediation
sector is a knowledge
138
intensive sector where on average, the majority of employees have a certain degree of
education.
The number
of Specialised
Worker
and Professional
Staff in the sector is an
4.2 Educational
distribution
of the different
categories
of employees

indication that the sector employs people with a minimum educational background supported
As compared to many other sectors, in the Financial Intermediation sector is a knowledge intensive

by
the required
sector
where onexperience.
average, the majority of employees have a certain degree of education. The
number of Specialised Worker and Professional Staff in the sector is an indication that the sector
employs people with a minimum educational background supported by the required experience.

4.2.1 Workers category

4.2.1 Workers category
For
this category
categoryofofemployees,
employees,
majority
of workers
had aeither
School Certificate
(58
For this
thethe
majority
of workers
had either
SchoolaCertificate
(58 percent)
or incomplete
secondarysecondary
(25 percent).
shows that
this category
of employees,
majority
percent)
or incomplete
(25This
percent).
This for
shows
that for this
category ofthe
employees,
of employees had a secondary education level. This is shown in Figure 7.

the majority of employees had a secondary education level. This is shown in Figure 7.

58.1

24.9
2.3

0.2

HSC passed

Professional
qualification

SC passed

0.2
Incomplete
secondary

1

CPE Passed

13.3

Incomplete primary

70
60
50
40
30
20
10
0

Education not
importtant

Percentage

Figure 7: Educational level of employees in the Worker category
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4.2.2 Specialised Workers category

4.2.2
Specialised
Workersaround
category
For
Specialised
Workers,
half of the employees had Higher School Certificate as

qualification
andWorkers,
around around
15 percent
had
It School
shouldCertificate
be noted as
that
around 3
For Specialised
half of
theuniversity
employeesdiploma.
had Higher
qualification

and around 15 percent had university diploma. It should be noted that around 3 percent of
percent
of employees also had professional qualification. This is shown in Figure 8.
employees also had professional qualification. This is shown in Figure 8.

50.4

Bachelor degree

HSC passed

University
Diploma

1.8
SC passed

0.1
Vocational
qualification

0.3

15.4

13.1

3.3
Professional
qualification

15.6

Incomplete
secondary

60
50
40
30
20
10
0

CPE Passed

Percentage

Figure 8: Educational level of employees in the Specialised Worker
category

4.2.3 Professional staff category

4.2.3 Professional staff category

For the Professional Staff category, the distribution of educational qualifications was different as

For
thethan
Professional
Staff category,
the distribution
of educational
qualifications
was18different
more
half (53 percent)
of employees
had a professional
qualification.
More than
percent

postgraduate
around 7 percent
a university
degree. It can
be observed
ashad
more
than half qualification
(53 percent)and
of employees
had a had
professional
qualification.
More
than 18
that for this category, more than 80 percent of employees have been graduated from university at

percent
had
postgraduate
qualification
and around
7 percent level
had aasuniversity
degree.9.It can be
diploma,
bachelor,
postgraduate
or professional
qualifications
shown in Figure

observed that for this category, more than 80 percent of employees have been graduated from
university at diploma, bachelor, postgraduate or professional qualifications level as shown in
Figure 9: Educational level of employees in the Professional Staff category
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qualification
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Post-graduate
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University
Diploma

1.7
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Labour shortage in Mauritius has become a very sensitive issue and this issue is raised in many
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4.3

Labour shortage in Mauritius

Labour shortage in Mauritius has become a very sensitive issue and this issue is raised in many
forums. The analysis of labour shortage for the entire Financial Intermediation sector is based on
the perception of respondents. According to statistics and operators, many sectors, including the
Financial Intermediation sector, are facing a labour shortage. The high number of expatriates in
certain sectors in Mauritius justifies the perception of many of the problem of labour shortage
in the country. However for the Financial Intermediation sector, less than half (44 percent) of
respondents said that Mauritius was experiencing a labour shortage as shown in Figure 10. This
sector is among the few sectors where respondents said that labour shortage at national level is
not that acute.
This was confirmed through the qualitative interviews where respondents said that they were
not having problems to recruit. Only in exceptional cases, for example for specialised jobs,
respondents said that they were having few problems to recruit and attract people to the Financial
Intermediation sector. One interviewee also added that his organisation was having problem to
recruit youngsters for short contractual term as young people after leaving schools/universities
prefer long term assignment and job security.

Figure 10: Is Mauritius experiencing a
labour shortage?
Figure 10: Is Mauritius experiencing a
labour shortage?

No

44%
44%

56%
56%

No
Yes
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labour shortage is extremely severe. The results are depicted in Figure 11.
Figure 11: How severe the labour shortage is?
Figure 11: How severe the labour shortage is?
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The survey gave an opportunity for respondents in the Financial Intermediation sector to express
their views regarding the labour shortage in Mauritius. The survey revealed that the main reason
for a labour shortage was the low/unattractive salaries which were offered by employers locally.
The second reason confirmed that people want to work abroad for better wages/salaries. The
results are shown in Table 11. Respondents through the qualitative interviews also pointed out that
low remuneration was one problem they faced when recruiting for the sector, especially for higher
positions and lower positions.
Table 11: Reasons for labour shortage in Mauritius

Reasons for the labour shortage in Mauritius according to respondents
Low/unattractive salary
Brain drain - skilled labour leaving the country
People lack experience and skills
Mismatch of skills
Lack of qualified/trained people
Education system not flexible enough
Education/Training system does not meet market demand
Lack of career guidance at schools/colleges
Most organisations prefer to recruit people with past experience giving
no chances for school leavers
Negative attitude towards work
Not enough courses available in Mauritius
People are not multi-skilled
People do not possess required qualifications
Poor working conditions
Students studying abroad not interested to work in Mauritius
Young generation lack interest in working/not career oriented
Many people do not like to work in certain sectors anymore
like Agriculture and Textile
In certain sectors, people are not willing to work at odd hours
Lack of job security
Many qualified people in the market but with no experience
Many sectors are too dynamic where some employees cannot keep
pace with latest development
People are not willing to work for lower pay even when unemployed
Perception of corruption in labour market is significant
Education system not creating enough semi-skilled workers to meet market demand
In specialised sectors it is difficult to find people with proper qualifications
and experience
Limited number of specialised training centres
People are more interested in gaining money faster
People are not interested in manual work
Practically all jobs require IT knowledge but there are still many people
who are not computer literate
Some qualifications like ICSA are too difficult to complete
Technical skills are scarce compared to academic skills
Too many drop outs at school
Working hours not suitable for female job seekers
26
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remain the same. The result is presented in Figure 12.
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labour shortage would improve in the next five years. One quarter of respondents also said that
the situation would be worsening for the sector and 29 percent said that the situation would
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According to 58 percent of respondents, the main reason for labour shortage which was considered
to be extremely important was that people were not sufficiently proficient in languages. More than
half of the respondents also said that people do not have the right attitude toward work and were
not sufficiently proficient in technical skills. The results are depicted in Figure 17.

Figure 17: Reasons for labour shortage in the Financial Intermediation Sector
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Figure 19: Has your organisation implemented
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to organisation
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employees with the required skills, improving the financial benefits and wages. The results are

depicted in Figure 20.

Percentage

Figure 20: Initiatives to address skills shortage among existing
employees
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Respondents also gave the following initiatives to address the skills shortage among existing

employees: also gave the following initiatives to address the skills shortage among existing
Respondents

employees:

 Good working environment and flexibility of work;



Good working environment and flexibility of work;

 Increase portfolio of indoor employees;



Increase portfolio of indoor employees;

 Looking for employees who are willing to work; and



Looking for employees who are willing to work; and

 Performance bonus for employees.



Performance bonus for employees.

Less than half of the respondents (48 percent) said that there existed future initiatives to address
skills shortage among existing employees as depicted in Figure 21. This is a cause for concern as
Less than half of the respondents (48 percent) said that there existed future initiatives to
only around half of the companies had a plan to address their skills shortage problem in the future.
Measures
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maximum
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to tackle
address
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shortage
existing
employees
depictednumber
in Figure
21. This is a cause
for
employees’ future skills shortage. This is very important for organisations as the development of
concern as only around half of the companies had a plan to address their skills shortage
organisations rely heavily on skills availability and skills development of employees.

problem in the future. Measures should be put in place to encourage the maximum number of

organisations to tackle employees’ future skills shortage. This is very important for
Figure 21: Existence of any future initiative to
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address skills
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4.6

Current status of skills and requirement in organisations

According to the respondents, the majority of employees in the three categories were meeting

the basic skills requirements. This is something very important for the organisations as it

enables them to function properly and effectively. The survey revealed that employees in the 31
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Current status of skills and requirement in organisations
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Figure 22: Status of skills among existing pool of employees in the
Financial Intermediation sector
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Besides possessing the required qualifications, soft skills like communication, ability to work in
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be equally important for an employee to perform better. The survey revealed that soft skills
For extremely
Professionalimportant
Staff, more
than
90 categories
percent of ofrespondents
that soft
skills were
were
for all
three
employees said
as depicted
in Figure
23. either

extremely important or important. A similar tendency was observed for Specialised Workers where
35more
| P athan
g e 90 percent of respondents either found that soft skills were either extremely important
or important. On average, for the Workers category, more than three quarter of respondents
stated that soft skills were extremely important or important.
Respondents also stated few other soft skills which they considered as important:
 Ability to adapt to unexpected circumstances and to take rapid decisions where required;
 Self-discipline ;
 Work ethics; and
 Hygiene.

Therefore, it can be concluded that besides technical and generic skills, soft skills are equally
important for all employees. In today’s world of work, the human touch is becoming very important
especially in the Services sector. This was confirmed through the different qualitative interviews
where respondents said that soft skills like communication, and presentation were important.
Attitude towards work were also considered as extremely important. These soft skills were
considered to be equally important as professional qualifications by employers.
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Future labour/skills requirements at organisational level
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Only one-third of respondents stated that there would be an increase in the number of

mployees
in the yearat2012
as shown
in Figure 25. This shows that only
4.7 in their
Futureorganisations
labour/skills requirements
organisational
level

ne-thirdOnly
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surveyed would be recruiting in the year 2012. Respondents also
of respondents stated that there would be an increase in the number of employees
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that only one-third
of
ave a list
of the
number of
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job titles
they
be recruiting
from 2011
to

organisations surveyed would be recruiting in the year 2012. Respondents also gave a list of the
number
of employees
andinjob
titles they1.would be recruiting from 2011 to 2015. The full list is
015. The
full list
is provided
Appendix
provided in Appendix 1.
Figure 25: Will there be an increase in the number of
employees in your organisation in 2012?
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Table 12:Table
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Subsectors
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Insurance and pension funding
Insurance and pension funding
Accounting, Auditing and Taxation services
Accounting, Auditing and Taxation services
Banking and Offshore services
Banking
and Offshore services
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Money changer
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Financial
leasing to financial intermediation
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auxiliary
Activities auxiliary to financial intermediation
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4.8

Training and skills development initiatives

Skills development refers to the training and development which an organisation provides to its
employees in the workplace. Skills development is not limited to training that is provided by
an outside training provider; skills development also includes on-the-job training provided by
the organisation. During the qualitative interviews, all the respondents stated that there was a
‘disconnect’ between the academic world and the world of work. Students coming out of schools/
universities were not ready to join the world of work and had an attitude problem where they
wanted a good job with high pay as their first employment. Respondents stated that school leavers
were not ready to take up employment at lower level with low salary.
According to the survey, 18 percent of the 90 companies said that they had no budget allocated
for training and skills development. Almost two-fifth (23 percent) said that they had less than 3
percent of their annual budget devoted to training and skills development. It should also be noted
that 46 percent of organisations allocate between 3 to 5 percent of their budget for training and
skills development. The results are depicted in Table 13.
Table 13: Percentage of annual budget allocated to skills development and training programmes

Budget allocated

Percentage allocated

No Budget allocated

18

Less than 3 percent

23

Between 3 to 5 percent

46

Between 6 to 10 percent

9

More than 10 percent

4

To promote training and skills development, there exist many initiatives which the government has
put in place. One of the measures is the Levy Grant Scheme of the National Training Fund (NTF)
which supports employers conducting training through schemes where they can recover major part
of the cost of formal training.
The survey has revealed that more than three-quarter (77 percent) of the companies surveyed
were actually making use of the Levy Grant Scheme. This is shown in Figure 26. One reason that
could explain the predominantly high level of companies using the scheme as compared to other
sectors is that in the Financial Intermediate sector, formal training is the most common means of
skills development and HRDC refunds only formal training approved by MQA.
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Figure 26: Percentage of respondents using the Levy
Grant Scheme
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As stated, training must be targeted so that it reaps maximum benefit for the companies and
36

employees. The survey has identified a few areas where training or assistance was required by
the organisations. More than half of all the respondents said that training or assistance were
required for all the HR fields stated in the questionnaire.

A Study on Labour Shortage in the Financial Intermediation sector in Mauritius

As stated, training must be targeted so that it reaps maximum benefit for the companies and
employees. The survey has identified a few areas where training or assistance was required by the
organisations. More than half of all the respondents said that training or assistance were required
for all the HR fields stated in the questionnaire.
Assistance was required in priority for implementing performance management (68 percent)
followed by reward management and TNA. The results are depicted in Figure 28.
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Figure 28: Areas where training assistance are required
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Nearly three-quarter of companies (74 percent) stated that they had a strategic skills development
plan for their employees as shown in Figure 29. This shows that in most cases, the companies
recognised
that it wasofimportant
to (74
develop
their employees
the sector
continuously
Nearly
three-quarter
companies
percent)
stated thatas they
had awill
strategic
skills
demand and employ skilled labour.

development plan for their employees as shown in Figure 29. This shows that in most cases, the

companies recognised that it was important to develop their employees as the sector will

continuously demand and employ skilled labour.
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Figure 29: Existence of a skills development plan
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theFigure
companies
30. was through in-house training (74 respondents). This is more often the case in
large organisations where many of them had their own training institutions/academies. More
than fifty percent of respondents said that tailor-made courses and seminars/workshops/short
Figure 30: Preference for acquiring required skills for existing employees

courses certified courses were also preferred as a means for training employees as shown in
Figure 30.
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Figure 30: Preference for acquiring required skills for existing employees
49

Learnership/internship

38

Degree from a University

On the job / mentoring (informal learning)/knowledge sharing
In-house (company organises the training)
Tailor-made courses

59

12

E-learning/Blended/ distance learning

Seminars / workshops / short courses
(Non-award)
Overseas
training

Degree from a University

51

12

0

50

26

E-learning/Blended/ distance learning

12

Overseas training

12

0

38

100

35

Certified short courses (award)

43 | P a g e

49

Percentage
38

Diploma/Certificate from a University

43 | P a g e

74

26

Certified short courses (award)

Learnership/internship

85

35

Diploma/Certificate from a University

50

Percentage

100

A Study on Labour Shortage in the Financial Intermediation sector in Mauritius

4.9

Recruitment and retention of employees

Recruiting staff is a very costly exercise. It is also an essential part of any business and it pays to
do it well. When organisations choose the right people for the job, train them well and treat them
appropriately, these people not only produce good results but also tend to stay with the organisation
longer. In such circumstances, the organisation’s initial and ongoing investment in them is well
rewarded. An organisation may have all of the latest technology and the best physical resources,
but if it does not have the right people it will struggle to achieve the results it requires.
Recruiting and retaining employees especially skilled ones are major challenges for most
organisations in any sector and the Financial Intermediation sector is no exception. This sector
is very dynamic where labour turnover is relatively high. There exists the problem of poaching
by big companies especially for skilled employees. Added to that, the Mauritian skilled labour
in the Financial Intermediation sector is very well sought after by foreign employers and this is
mainly due to a very good level of employees. The past few years has seen the emergence of new
opportunities in the sector with the rapid development in banking and offshore fields.
According to respondents, newspapers remained the most preferred method of recruitment
by companies representing 50 percent. Other methods of recruitment were through private
recruitment agencies, networking and headhunting. For this sector, government databases and TV
advert were not used by organisations surveyed as depicted in Figure 31.

Figure 31: Most prefered method of recruitment
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Recruitment process is a very important and structured process. Recruiting the right person for the
right position is not something very easy. Companies must ensure that they are recruiting the right
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Recruitment process is a very important and structured process. Recruiting the right person for

the right person with the right skills to perform the job as this will ultimately bring an
improvement in the productivity of the organisations.

According to the respondents, there are different skills and qualities which companies look for
before recruiting an employee. These skills and qualities differ for each category of employees

depending on the nature of the work and responsibilities. For the category of Worker, a wide

majority of respondents stated that work attitude (83 percent) and past work experience (79

percent) of an individual were essential before recruiting him/her. Communication and 39
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According to the respondents, there are different skills and qualities which companies look for
before recruiting an employee. These skills and qualities differ for each category of employees
depending on the nature of the work and responsibilities. For the category of Worker, a wide majority
of respondents stated that work attitude (83 percent) and past work experience (79 percent) of an
individual were essential before recruiting him/her. Communication and educational qualifications
were also important to be considered and it represented 77 and 72 percent respectively as shown
in Figure 32.
Figure 32: Skills and qualities necessary when recruiting for the Worker category
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Figure 32: Skills and qualities necessary when recruiting for the Worker category
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For the Specialised Worker category, the first two skills and qualities which companies look for

before recruiting an employee were educational qualifications (91 percent) and past work
For the Specialised Worker category, the first two skills and qualities which companies look for
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Figure 33: Skills and qualities necessary when recruiting for the Specialised
Worker category
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Figure 34: Skills and qualities necessary when recruiting for the
Staff category
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For those 28 percent of organisations/employers who faced difficulties to retain their skilled
employees, the following reasons were provided to explain why it was difficult to retain
employees:
 Better job offers in other sectors
 Better pay is offered by larger companies
 Better salary offered in other sectors
 Better wages/packages offered by competitors
 Difficult to match salary expectation of employees/cannot meet employees wage demand
 Heavy workload in the sector
 Many move abroad
 No job security
 Once employees acquire necessary skills/experience, employees leave for larger companies
 People desire better working conditions
 People change career too often
 People do not want to work odd hours
 People expect more incentives
 People look for other sectors offering new challenges
 People move to renown companies
 Skilled labour expect high pay

According to the respondents, there exist many reasons why it is difficult to recruit skilled labour
in the Financial Intermediation sector. The reasons vary from low pay in the sector to lack of
qualified/skilled labour available for the sector. The reasons provided by respondents are presented
in Table 14.
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Table 14: Reasons why it is difficult to recruit skilled labour

Difficulties to recruit skilled labour

Number of 		
respondents

Wages/salaries demanded is too high

25

Skilled labour prefer to work abroad

9

Negative attitude towards work/ Lack of professional attitude

6

Educational curriculum need to be less academic oriented

5

Lack of skilled labour in the market

5

People do not have enough experience because of lack of placements

5

Training institutions not meeting expectations of employers

4

Lack of trained people in some fields

4

Mismatch between available skills in the market and country

4

People not willing to work odd hours

4

Career prospect limited

3

Companies should propose high salary/good incentives to attract skilled people

3

High staff turnover/difficult to retain employees       

3

Shortage of skilled labour in some fields

3

Some sectors cannot attract employees any more e.g. textile sector

3

Lack of soft skills among people

3

Education/Training system not meeting market demand

3

Ageing population - existing skilled people are not easy to replace

2

Lack of career guidance at secondary level

2

Not enough incentives to encourage people to study further

2

Mauritian labour market is restricted

2

There is a mismatch between demand and supply

2

Poaching from other companies

2

Universities not delivering courses up to the standard

2

Absence of right training from training institutions

1

Many graduates on the market but with no work experience

1

Many skilled people have preference for government job

1

Not enough people are multi-skilled

1
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Respondents were requested to state the qualifications where it was difficult to recruit employees
for the sector. The qualifications were:
 ACCA (all levels)
 Advanced Chartered Insurance Institute
 FCCA
 ICSA
 AICB
 Masters in Finance - (Overseas Offshore Assets)
 Masters/Degree in Financial Management
 Masters/Degree in Risk Management
 Masters with specialisation in Insurance
 Masters/Degree in Finance with Law
 Masters/Degree in Finance with Marketing
 Degree in Actuarial science
 Degree in Business Statistics with Finance
 Degree in Management with Finance
 LLB

The survey gave us an opportunity to find the scarcity areas in Financial Intermediation sector in
terms of jobs which are difficult to fill by employers in the sector. The list is in order of priority
according to employers.
Jobs difficult to fill by organisations:
 Auditor/Senior Auditor
 Junior Executive
 Accountant
 Accounts Clerk
 Credit Risk Officer
 Forex Dealer
 Relationship Manager
 Risk Consultant
 Advisor in Finance
 Trade Finance
 Claim Handlers
 Compliance Officer
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 Assistant Corporate Manager in the Financial Services
 Credit Controllers
 Finance Manager
 Insurance Underwriter
 Trainee Manager for the banking sector
 Branch Manager for the banking sector
 Broker (Insurance and Securities)
 Specialist in Corporate affairs for the banking sector
 Business Solution Officer for the banking sector
 Customer Service Officer
 Qualified professional to work in Islamic banking
 Qualified professional to work in factoring
 Professional in Fraud Management
 Professional in Forensic Accounting
 Fund Manager
 Legal Adviser in Commercial Law/Intellectual Property/Arbitration

4.10

Mismatch of skills

Up-to-date skills addressing the needs of the labour market are crucial for any economy. Skill
mismatch refers to various types of skill gaps or imbalances that may be quantitative or qualitative
in nature. Skill mismatch has important implications at various levels. In addition to possible
adverse impacts on individuals and organisations, skill mismatch may hamper economic growth,
competitiveness and innovative capacity at macro-economic level.
For societies, skill surpluses in terms of over-education or over-qualification and unemployment
or involuntary part-time work represent a waste of valuable human resources. In Europe, overeducation is estimated to average around 30 percent, yet at the same time a substantial share of
the labour force is undereducated. Over-education is not, in itself, a problem. In a cultural sense
it is, arguably, impossible for someone to be over educated. Over-education is also relative to the
job. It does not mean that everyone is educated to a high level, or that an individual is educated
to the wrong level. But under use of skills and competences is a real problem (European Centre
for the Development of Vocational Training, 2009). There exist different types of skills mismatch
as shown in Table 15.
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Table 15: Types of skill mismatch

Over-education

To have completed more years of education than the current
job requires.

Under-education

To have completed fewer years of education than the current
job requires.

Over-qualification  

To hold a higher qualification than the current job requires.  

Under-qualification  

To hold a lower qualification than the current job requires.  

Over-skilling

To be unable to fully use one’s skills and abilities in the current
job.

Under-skilling

To lack the skills and abilities necessary to perform the current
job to acceptable standards.

Skill shortage

Demand for a particular type of skill exceeds the supply of
available people with that skill.

Skill surplus

The supply of people with a particular skill exceeds the demand
for it.

Skill gap

The level of skills of the person employed is less than that
required to perform the job adequately or the type of skill
does not match the requirements of the job.

Economic skills obsolescence

Skills previously used in a job are no longer required or are less
important.

Physical (technical) obsolescence Physical or mental skills and abilities deteriorate due to atrophy
or wear and tear.
Vertical mismatch

The level of education or skills is less or more than the required
level of education or skills.

Horizontal mismatch

The level of education or skills matches job requirements, but
the type of education or skills is inappropriate for the current
job.

Crowding out/ bumping down   Better qualified workers are hired to do jobs that less qualified
workers could also do, thus replacing (crowding out) less
qualified workers from traditional employment possibilities for
their level of skill. Bumping down refers to this process working
from top to bottom, pushing less qualified workers to even
lower level jobs. At the extreme some lower level workers may
become unemployed.
Source: European Centre for the Development of Vocational Training, 2009
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Skill mismatch has become a growing concern for policy-makers all over the world and Mauritius
is no exception to the rule. Policy makers in Mauritius are trying to reduce the skills mismatch
through better planning in the education system.
The survey gave an opportunity for respondents in the Financial Intermediation sector to voice
out their views regarding the skills mismatch situation in Mauritius. Most of them said that there
is a skills mismatch in Mauritius in all sectors of the economy. Respondents suggested measures
to reduce the skills mismatch in Mauritius and they also suggested who should implement these
measures as shown in Table 16.
Table 16: Suggestions by employers regarding the measures to reduce mismatch

Suggestions by employers regarding measures
to reduce mismatch

Proposed to be 				
implemented by

Teach more practical skills rather
than focussing on academic education only

Educational Institutions

Promote career guidance from secondary school

Educational Institutions

Acquire relevant skills

Employees

Adopt right work attitude/proper behaviour at work

Employees

Companies to finance studies                

Employers

Adopt proper recruitment techniques

Employers

Better human resource planning

Employers

Ensure that employees get job satisfaction
so that they be motivated to learn new skills

Employers

Improve work conditions and environment

Employers

Increase wages to motivate employees
to learn new skills

Employers

More incentives for skilled labour

Employers

Promote continuous training of employees

Employers

Provide on the job training

Employers

Recruit from overseas

Employers

Promote continuous in-house training

Employers/Training Institutions

Ensure sharing of technical know-how
among employees

Employers/Employees

Accentuate soft skills development

Employers/Employees/HRDC

Job awareness campaign

Government

Allow foreigners to open business in Mauritius

Government

Channel those who did not succeed secondary
school to vocational training

Government

Easy access to credit for SMEs

Government

Education system should be adapted to labour
market requirements

Government
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Suggestions by employers regarding measures
to reduce mismatch

Proposed to be 				
implemented by

Encourage students to return to the country
after their studies

Government

Establish quota in fields of study

Government                                                                                                                                       

Focus more on child development at school
and at college level

Government

Focus more on practical rather than theory

Government

Give incentives to people to encourage them
to do degree courses

Government

Improve education standard

Government

Improve education system

Government

Increase number of training institutions

Government

Invest in human resource development

Government

Mauritians should be made aware of the LMIs

Government

Mauritians having work experience abroad should
be encouraged to return

Government

Promote job placement during studies

Government

Reform of education system

Government

Upgrade the educational system

Government

Motivate job seekers to be multi skilled

Government/Employees

A minimum vital salary must be set

Government/Employers

Build and maintain an updated database
of genuine job seekers

Government/Employers

Ensure that people get job on merit and not
on recommendation

Government/Employers

Give the chance to those who are interested to work

Government/Employers

Increase salary

Government/Employers

Make training accessible to all

Government/Employers

More cooperation between employers
and government on employment issues

Government/Employers

More information to job seekers/advertising/job fair

Government/Employers

More interaction between educational institutions
and companies

Government/Employers

Recruit people who are qualified
but not necessarily experienced

Government/Employers

Forecast labour shortage and set up training
programmes accordingly

Government/HRDC
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Suggestions by employers regarding measures
to reduce mismatch

Proposed to be 				
implemented by

Subsidised courses or low interests loans
for training purposes

Government/HRDC/Bank

Encourage self learning

Government/Individual

Change attitude and mindset of job seekers

Government/Individuals

Motivate youngsters to choose fields where
there is a shortage of labour

Government/School

Encourage students to join vocational training institutes

Government/Training institutions

Conduct regular surveys on labour market requirement

HRDC

Promote courses that meet labour market requirements

HRDC

Regular assessment of short and medium
term labour market requirements

HRDC

Regular forum regrouping educational institutions,
government representative & employers

HRDC

Develop appropriate course for the unemployed

HRDC

Choose field of study according to job prospect

HRDC/Individuals                                                                                                                                      

More emphasis on soft skills

HRDC/Training institutions

Develop training according to market requirements

Training institutions

Diversify training programmes

Training institutions

Courses provided should be demand driven

Training institutions

Training on attitude and personality

Training institutions

Limit courses only to those demanded by employers

Training institutions

Employees should become more flexible/multi-skilled

Training institutions/Employees                                                                                                                                        

Better cooperation between employers
and training institutions

Training institutions/Employers

More emphasis on practical skills and job placement

Training institutions/Employers

Review contents of courses being offered

University

Review course content so that it meets
international standards

University
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Respondents in the Financial Intermediation sector also gave their views to young Mauritians
regarding activities/actions which they must do for the latter to find it easier to get a job in the
sector. The first advice given to young Mauritians was that they need to be multi-skilled as far as
possible. In the Financial Intermediation sector, employees are expected sometimes to carry out
jobs which are not necessarily directly prescribed in their scheme of service. This sector is very
be
able to perform duties outside their regular work. The different pieces of advice to young
dynamic in terms of its services it provides and therefore, employers expect their staff to be able
to perform are
duties
outsideintheir
regular
Mauritians
described
Figure
36. work. The different pieces of advice to young Mauritians
are described in Figure 36.
Figure 36: Advice to young Mauritians to help them to find a good job
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5.0 RECOMMENDATIONS
The objective of the study was to take the pulse of the Financial Intermediation sector in terms
of labour shortage, skills requirement, skills development initiatives in response to skill problems
amongst others. One of the main objectives was also to come up with recommendations further to
which more sustainable solutions could be brought to resolve the labour shortage dilemma in the
sector. The proposals are described below.
A four-pronged strategy is proposed, each addressing an overall key objective:
1.
2.
3.
4.

Attract more employees to the sector;
Enhance the development of human capital in the sector;
Retain the qualified workforce; and
Prepare for future skills requirement.

(1) Attract more employees in the sector
Proposed actions

Description

1 Proper Career guidance
to students

 Career guidance is something very important especially

when it comes to meet a country’s expectation in terms of
skills requirements and future planning of manpower. Career
guidance should be made more scientific and promoted from
the early stages of students’ life.
 Employers/professionals from the sector should be taken

on board while conducting career guidance for students as
they are better placed to explain to students what tare the
requirements in terms of skills and qualifications which are
necessary.
 HRDC in collaboration with MCA or any other organisations

should prepare manuals/CDs on career guidance and
distribute to school/colleges. These manuals/CDs should
include interviews of operators, academics and employees.
 In this context, HRDC is coming up with a web-based “Centre

d’Orientation Académique et Professionelle” in order to help
citizens better manage their education, training and future
employment.
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Proposed actions

Description

2 Sensitisation among
students on the
different career
prospects in the sector

 Students and people in general should be made aware that

the Financial Intermediation sector is not just linked to
working in banks or as accountants. There exists a lot of
avenues in the sector like working in offshore companies,
leasing and insurance companies and pensions and so on.
The help of employers/operators/professionals in the sector
is required as they are the best people who can explained
the sector in details with all the opportunities in terms of
employment opportunities and educational qualifications
required to join the sector.
 The collaboration of all stakeholders in the sector is of

paramount importance where regular explanatory meetings
with students who have already embarked in financial
studies at tertiary level should be carried out to explain the
different avenues that exist and the future jobs prospects in
the sector.
 In order to have sufficient number of skilled and competent

employees in the sector in the future, educational
counselling and career guidance for students as well as
new job opportunities should be presented coherently and
comprehensively through job fairs, showcasing success
stories, open days and other promotion exercises.

(2) Enhance the development of human capital in the sector
1 Training and
Development of
employees

 The Financial Intermediation sector is a very dynamic and

volatile sector. There is a need to develop workforce with
new skills/knowledge in line with the changes in worldwide
trends. Skills/knowledge requirements change very rapidly
with the enactment of new laws and legislations.
 It is recommended that as far as possible, each company

should have someone who looks after the skills development
of staff. This would enable the industry to foresee future
employees’ requirement and sustain its growth. Smaller
companies in similar activities could join hands in the fields
of skills development for their own benefits.
 The most immediate training strategy to fill the existing

gap in terms of skills/jobs in demand in the sector should
be developed for the following jobs: Auditor/Senior
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Proposed actions

Description
Auditor, Junior Executive, Accountant, Accounts Clerk,
Credit Risk Officer, Forex Dealer, Relationship Manager,
Head of Corporate, Risk Consultant, Advisor in Finance,
Trade Finance, Claim Handlers, Asst. Corporate Manager,
Compliance Officer, Finance Manager, Insurance Underwriter,
Business Solution Officer, Broker, Treasurer and Credit
Specialist.
 There is a need to develop a medium term training strategy

for future skills requirement for the sector in collaboration
with all the stakeholders. A mechanism should be developed
whereby employers could inform decision makers about
their needs in terms of skills (e.g. Labour Market Information
System, regular meeting between stakeholders and regular
online survey).
2 Collaboration between
training institutions/
universities and
employers

 Employers and training providers should work together, while

designing training courses, where inputs from employers need
to be taken into consideration. Training at all levels should
be according to market demand, that is, courses should be
provided in fields where there are genuine demands. This
will help to reduce the mismatch in the labour market.
 Besides preparing students academically, training institutions

have the responsibility to prepare students with the right
attitudes to join the world of work and also help them to
acquire some soft skills like communications skills, necessity
to work odd hours and joining the world of work at a lower
level. Certain modules like communication skills, presentation
skills, corporate values, work ethics and work culture should
be included in curriculum of students.
 School/colleges/universities

should address the issue
of attitudes of school leavers where students should be
encouraged to take up jobs at lower level even in different
fields to acquire certain experience and exposure so that
they can climb the hierarchy in the future.

 Employers should also contribute towards skills development

through provision of placement facilities for students. Large
organisations should accommodate as many trainees as
possible and smaller organisations should make an effort to
have a minimum number of trainees.
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Proposed actions

Description
 It is proposed that placements of students should be

regularly and closely monitored by both training institutions
and employers to ensure that trainees are really acquiring
hand-on skills. Training institutions should not send
students on placement just as a requirement of the training
programmes.
 During academic training, resource persons from the sector

should be requested to guide students and share their
experience. Occasionally, in some fields, professionals
from the sector should be called upon to deliver courses/
explanatory sessions to students. It is also proposed to set up
forums where experts/specialists in the sector can meet and
exchange ideas among themselves and to students aspiring
to join the sector.
 Trainers/lecturers should be granted leaves to work in the

sector for some specific period of time so that they know
what the industry is looking for as skills and qualifications.
3 Increase the number of  The number of entries in scarcity areas should be increased
entries at universities/
at training institutions/universities. The number of intakes
training schools for the
at the different governmental training institutions should
sector
also be increased.
 More rigour in quality assurance of training delivery by

regulators. Training delivered should also be well monitored
and its impact should be measured by organisations.
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4 Re-skilling and upskilling of existing
employees

 Organisations should make the maximum use of training

5 Align the curriculum
more towards the
industry requirements

 Training curricula should be at par with the requirements of

incentives provided by the government. It is proposed that
all companies should be encouraged to conduct TNA prior
to developing their training programmes. This will enable
companies to focus on the real training requirements of
employees.

the sector for better alignment to the dynamics in a local
labour market through a stronger link between the higher
education institutions and labour market demands specific to
the Financial Intermediation sector and the developmental
needs of society.
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Proposed actions

Description
 Practioners/employers should be involved/consulted while

designing training programmes for training institutions at
all levels. This is an important aspect as employers can
guide training providers on the immediate and future skills
requirements.
 There is a need to encourage local professionals to secure

affiliations/fellowships
with
internationally
reputed
organisations. This will allow professionals to keep pace
with developments in their relevant fields and also enhance
the knowledge through exchange in different forums.
Universities/training institutions should be encouraged to
provide more courses which are affiliated to international
professional organisations or universities.

(3) Retain the qualified workforce
1 Attractive wages/
salaries

 To retain and attract new entrants, the wages/salaries will

have to meet the expectation of employees. Attractive
packages need to be given to skilled employees and to
newcomers.
 To avoid brain drain in the sector, appropriate packages

should be provided to highly skilled employees because it
would cost much more for companies to replace those who
left by expatriates workers.
 The difference in salaries earned by local and expatriates

workers and conditions of work for the same work must be
decreased or eliminated.
 Recruitment

techniques of organisations should be
appropriate to identify the right candidates for specific jobs.
Where required, the techniques of recruitment should be
reviewed or the help of experts should be sought to attract
the right candidates.

2 Develop career path for  There is a need to have an appropriate succession planning
employees
in all organisations so that employees have a good career
path and they know where they will find themselves in the
future. This will enable senior staff to transfer knowledge
to newcomers/junior staff. This will also allow a transfer of
managerial and technical skills to staff who aspires to take
up managerial positions in the future.
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Proposed actions

Description
 The sector employs a high number of expatriates at the

Professional level. Ways and means need to be devised
where transfer of knowledge to Mauritians is made and the
latter can aspire to lead their organisations in the future.
Mechanism like succession planning should be implemented in
organisations where Mauritians can grasp enough experience
skills and capabilities to take over future responsibilities
when the contracts of expatriates come to an end.

(4) Prepare for future skills requirement
1 Invite reputed foreign
training institutions in
the sector to set up
campuses in Mauritius

 This will provide healthy competition to local training

institutions. This will benefit local training institutions and
will permit them to upgrade their level of skills delivery.
 This will also allow a transfer of knowledge from foreign

experts to Mauritians.
2 Promote manpower
planning among
organisations

 To prepare for future skills requirements, a proper manpower

planning is essential. Organisations should as far as possible
make medium and long term planning of their skills
requirements and number of employees to be recruited. This
will be an important indication for training institutions as
they will be in a position to develop courses which will be in
demand.
 More and more institutions should be encouraged to

devote a budget for training and make use of the different
facilities/schemes provided by the government for skills
development.
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List of job titles, skills, educational qualifications and number
which organisations will be recruiting from 2011 to 2015
Job title

Skills level

Appendix I

Educational qualifications

Number

2011
Accountant

Highly skilled labour

Professional/Bachelor degree

19

Accounts Clerk

Highly skilled labour

HSC passed

7

Advisor

Highly skilled labour

Professional qualification

4

Auditor

Highly skilled labour

Professional qualification

35

Branch Manage

Highly skilled labour

Bachelor degree

1

Broker

Highly skilled labour

Professional qualification

1

Business Solution Officer

Highly skilled labour

HSC passed

1

Claim Handlers

Highly skilled labour

Professional qualification

2

Clerical Office

Skilled labour

HSC passed

6

Compliance Officer

Highly skilled labour

Bachelor degree

2

Asst. Corporate Manager

Highly skilled labour

Bachelor degree

2

Credit Risk Officer

Highly skilled labour

Post-graduate

5

Credit Specialist

Highly skilled labour

University Diploma

2

Customer Service Officer

Highly skilled labour

HSC passed

1

Dealer

Skilled labour

HSC passed

4

Finance Manage

Highly skilled labour

Post-graduate

2

Forex Dealer

Skilled labour

HSC passed

5

Health and Safety Officer       Highly skilled labour

University Diploma

1

Insurance Underwriter

Highly skilled labour

Professional qualification

2

IT Specialist

Highly skilled labour

Bachelor degree

8

Junior Executive

Skilled labour

University Diploma

25

Officer

Highly skilled labour

Bachelor degree/HSC passed

4

Relationship Manager

Highly skilled labour

Bachelor degree

5

Risk Consultant

Highly skilled labour

Post-graduate

5

Salesman

Skilled labour

HSC passed

7

Senior Auditor

Highly skilled labour

Professional qualification

20

Trade Finance

Highly skilled labour

Post-graduate

3

Trainee Manager

Skilled labour

Professional qualification

2

Treasurer

Highly skilled labour

Post-graduate

1
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Job title

Skills level

Educational qualifications

Number

2012
Accountant       

Highly skilled labour

Professional qualification

11

Accounts Clerk

Skilled labour

Professional qualification

3

Assistant Manager

Highly skilled labour

Bachelor degree

1

Auditor              

Highly skilled labour

Professional qualification

30

Cashier

Skilled labour

HSC passed

1

Client Coverage Officer         Highly skilled labour

Bachelor degree

2

Client Executive

Skilled labour

HSC passed

4

HR Officers                   

Highly skilled labour

Bachelor degree

3

Human Resource Coordinator Highly skilled labour

Bachelor degree

2

Insurance Agent

Skilled labour

HSC passed

20

Insurance Clerk

Skilled labour

HSC passed

8

Insurance Officer    

Highly skilled labour

Professional qualification

1

Life underwriter       

Highly skilled labour

Professional qualification

1

Relationship Manager

Highly skilled labour

Post-graduate

5

Risk Consultant

Highly skilled labour

Post-graduate

20

Secretary

Skilled labour

HSC passed

1

Senior Auditor            

Highly skilled labour

Professional qualification

20

Tellers

Skilled labour

University Diploma

10

Travel Agent  

Highly skilled labour

Professional qualification

10

Underwriter              

Highly skilled labour

Professional qualification

2

HSC passed

4

Insurance Officer                  Highly skilled labour

Professional qualification

1

Internal Auditor               

Highly skilled labour

Professional qualification

1

Manager

Highly skilled labour

Bachelor degree

3

2013
Clerical Officer       

Skilled labour

2014
Claim Officer                 

Skilled labour

HSC passed

2

Clerical Officer           

Skilled labour

HSC passed

2

Underwriter

Skilled labour

HSC passed

2

2015
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Claim Officer            

Skilled labour

HSC passed

2

Clerical Officer      

Skilled labour

HSC passed

2

Underwriter

Skilled labour

HSC passed

2
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Appendix II
Questionnaire ID:.......................................................
Interviewer’s name:....................................................

Labour
Shortage
Survey 2011

Interviewer’s ID:........................................................
Name of contact person:..............................................
Signature of contact person:.........................................
Telephone:...............................................................
Supervisor:...............................................................
Date on which interview is conducted:.............................

Aim of survey: To reduce the mismatch between demand and supply of labour.
Objectives of the survey
For each
1.
2.
3.
4.

sector:
To assess the current situation of labour shortage;
To identify the immediate and future specific skills requirement;
To identify the profile of employees required by employers; and
To make recommendations for policy makers to devise strategies to reduce the labour
mismatch.
Definitions

Labour/Skill shortage: It refers to a shortfall in the number of individuals in the labour force required to
meet the demands for employment. It sometimes denotes the possible mismatch between workers and
jobs in the economy.
Skills: Skills can be described in different types and they can be split into a number of different categories.
Basic skills, such as literacy and numeracy, and generic skills, such as team working and communication,
are applicable in most jobs. Specific skills tend to be less transferable between occupations. Most
occupations use a mix of different types of skills and within each skill there are different levels of
ability. For skills to benefit the economy, they must be economically valuable. That is, they must benefit
individuals through higher wages and businesses through improved productivity.
Employees have been classified into three (3) broad categories:
Worker: A worker is a labourer or non-technical staff. Their work is mostly manual and repetitive.
Examples include cleaner and plantation worker.
2.
Specialised worker: A specialised worker requires some form of education or training to master
skills. Their work is mostly repetitive, but requires a level of skill or understanding that is slightly
more sophisticated than manual work. Examples include seamstress, carpenter, mechanic,
maintenance staff, data entry operator, receptionist and cashier.
3.
Professional staff: Professional staff is more independent and perform a variety of tasks. They
require a higher level of education and/or experience to be able to fulfill their roles. Examples
include managers, supervisors, accountants, IT staff, administrative staff and other employees
engaged in professional services.

1.
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8.2

Questionnaire

Section I: Labour shortage in your sector of operation
1.

(a) Is your sector of activity experiencing labour shortage. Yes 1 No 2 (If No to Q1(a), go to Q4)
(b) How do you foresee this labour shortage over the next five years in your sector of operation?
Worsening

64

1

Improving

2

Remaining the same

3

2.

How do you describe labour shortage in your sector? (Please tick only one option in each categories A
and B)

A.

Lack of people with required:

•

qualifications ONLY (certificates)

1

•

sufficient past working experience ONLY

2

•

both qualifications and sufficient past working experience

3

•

Others (please specify): ………………………………………………………………………………

4

B.

Lack of people with required:

•

technical skills to do the job      

1

•

soft skills (e.g. attitude, team spirit etc.)

2

•

both technical skills to do the job and soft skills

3

•

Others (please specify): ………………………………………………………………………………

4

3.

What are the reasons for the labour shortage in your sector of operation? For each reason, please
circle one option from: 1: Extremely important, 2: Important, 3: Not Important at all, 4: Not
required/Not applicable

Reasons

1

2

3

4

Education system does not meet market demands

1

2

3

4

Training system does not meet market demands

1

2

3

4

People do not have the right attitude toward work

1

2

3

4

People are not sufficiently proficient in language

1

2

3

4

People are not sufficiently proficient in numeracy

1

2

3

4

People are not sufficiently proficient in ICT

1

2

3

4

People are not sufficiently proficient in technical skills

1

2

3

4

Low wages compared to other sectors

1

2

3

4

Unfavourable conditions of employment
compared to other sectors

1

2

3

4

Employees not willing to work on shift

1

2

3

4

Employees not willing to adopt flexi time

1

2

3

4

Employees not willing to work overtime

1

2

3

4

Not sufficient job security compared to other sectors

1

2

3

4

have a negative opinion about this sector

1

2

3

4

Others (please specify)

1

2

3

4
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Section II: Labour shortage in your organisation
A.

Current labour requirement in your organisation

4.

Please fill in the table below about the people you employ in your organisation currently.
For Minimum education level, select one option from: 0: Education not important 1:
Incomplete primary 2: CPE Passed 3: Incomplete secondary 4: SC passed 5: HSC passed 6:
Vocational qualification (e.g. NTC2 passed, NTC3 passed) 7: Professional qualification (e.g.
ACCA) 8: University Diploma 9: Bachelor degree 10: Post-graduate (e.g. MSc, PhD)

Staff
Category

Do you
How many?
employ? 		

Minimum Education level
required (Please circle only one

(Please circle one option

in each category)

for each type of worker)

(Please circle) 		

		

					

As at 31 May 2011

0 1

2

3

4

5

6

7

8

Experience required

9 10

																	
Worker1
Yes 1 No 2		
0 1 2 3 4 5 6 7 8 9 10
																	

Definitely require
Depends
Not at all

1
2
3

																	
Specialised
Yes 1 No 2		
0 1 2 3 4 5 6 7 8 9 10
Worker2																	
															
																	
Professional Yes 1 No 2		
0 1 2 3 4 5 6 7 8 9 10
Staff 3																	

Definitely require
Depends
Not at all

1
2
3		

Definitely require
Depends
Not at all

1
2
3

5.

How would you describe the existing pool of skills in your organisation per category of
employee? (Please circle one option for each type of worker)

Meets basic
requirements
		

Does not meet
basic
requirements

Requires Underdeveloped
upgrade		

Not
applicable

Worker1

1

2

3

4

5

Specialised worker2

1

2

3

4

5

Professional staff3

1

2

3

4

5
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6.

Besides the technical and generic skills, how much importance would you attach to the
following soft skills (e.g. communications skills, team spirit etc)? Please circle one option
from 1: Extremely important, 2: Important, 3: Not Important at all, 4: Not required/Not
applicable
Worker

Specialised Worker

Professional staff

Communication

1

2

3

4

1

2

3

4

1

2

3

4

Ability to work in
team

1

2

3

4

1

2

3

4

1

2

3

4

Ability to innovate
and create

1

2

3

4

1

2

3

4

1

2

3

4

Ability to understand
needs of customers

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

Others (please specify)
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Do you have a labour shortage in your organisation currently? Yes 1
No 2
Do you think there will be a net increase in the number of employees by 2012 in your organisation? Yes 1
No 2
If you are looking for labour, please list the top five job titles where there is a shortage
in your organisation in order of most acute deficiency?
For each job title, please mention the specific skills (S) and highest qualification (Q) you are looking for and the number of employees
(N) required.

1.

2.

3.

4.

5.

2.

3.

4.

5.

Q

By December 2012
Job title
N S

1.

By December 2011
Job title
N
S
Q

5.

4.

3.

2.

1.

By December 2013
Job title
N S
Q

5.

4.

3.

2.

1.

By December 2014
Job title
N S

Q

5.

4.

3.

2.

1.

By December 2015
Job title
N S

Q

N: Number to be recruited
S: Skills required: A: Highly skilled Labour , B: Skilled Labour, C: Semi-skilled Labour, D: Unskilled Labour
Q: Highest qualification required: 0: Education not important 1: Incomplete primary 2: CPE Passed 3: Incomplete secondary 4: SC passed 5: HSC passed 6:
Vocational qualification (e.g. NTC2 passed, NTC3 passed) 7: professional qualification (e.g. ACCA) 8: University Diploma 9: Bachelor degree 10: Post-graduate
(e.g. MSc, PhD)

(a).
(b).
(c).
		
		

7.

B. Future labour / skills requirements in your organisation
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8.

(a).Has your organisation implemented any initiatives to help address the skill shortage among
existing employees?

		

Yes

1

No

2

IF No go to Q8(c)

(b). If Yes to Q8 (a), what are these initiatives? (You may tick more than one option)
Training

1

Improve benefits (non financial)

4

Re-training

2

Improve wages

5

Up-skilling

3

Recruit new employees possessing the necessary skills

6

Any other initiatives?

(c). If you answered No to question Q8(a), are there any plans for such initiatives in the future?
Yes
9.

1

No

2

Do you have a strategic skills development plan for your organisation?

Yes

1

No

2

10. Do you use the Levy Grant Scheme provided by the HRDC?

Yes

1

No

2

11. Do you carry out any TNA before training your employees?

Yes

1

No

2

12. What percentage of your organisation’s annual budget is allocated
to skills development and training programmes? _________ (%)
13. Specify your preference (top five) for acquiring the required skills for your organisation?
(Please rank 1, 2, 3, 4, 5; 1: most important)
Preference for acquiring the required skills

Rank			

a) On the job / mentoring (informal
g)
learning)/knowledge sharing		
b) In-house (company organises
h)
the training)
c) Learnership/internship
i)
			
d) Tailor-made courses
j)
e) Seminars / workshops /
short courses (Non-award)
k)
f) Certified short courses (award)

Rank
Diploma/Certificate
from a University
Degree from a University
E-learning/Blended/
distance learning
Overseas training
Others (please specify):

C. Recruitment and Retention of employees in your organisation
14. What is your most preferred method of recruitment? Please tick one option only
Newspapers		
TV		
Private recruitment agencies

1
2
3

Government (Ministry of Labour & IR and NEF databases)
Networking/word of mouth		
Headhunting		

4
5
6

Others (please specify):………………………………………………………………………………………………………………………… 7
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15. Does your organisation face any difficulty in retaining skilled people?

Yes

1

No

2

16. If Yes to Q15, what are the major difficulties your organisation faces to retain skilled people?
1.
2.
3.
17. In each column please rank the five most important skills and qualities you look for when
hiring new employees in your organisation? (please rank 1, 2, 3, 4, 5; 1: most important).
*Is it difficult to find? Please tick where you think it is difficult only.
Worker1

R
a
n
k

*

*Specialised Worker2

R
a
n
k

*

*Professional Staff3

1. Educational qualification

1. Educational qualification

1. Educational qualification

2. Past experience

2. Past experience

2. Past experience		

3. ICT, Numeracy, Literacy

3. ICT, Numeracy, Literacy

3. ICT, Numeracy, Literacy

4. Decision making &
5. Problem solving

4. Decision making &
5. Problem solving

4. Decision making &
5. Problem solving		

R
a
n
k

*

6. Analytical skills
6. Analytical skills
6. Analytical skills (able
(able to analyse		 (able to analyse
to analyse information)
information)		 information)		 or speaking)
7. Communication
7. Communication
7. Communication			
(writing or speaking)		 (writing or speaking)		 (writing or speaking)
8. Affiliation to professional
8. Affiliation to professional
8. Affiliation to professional
association (e.g. ACCA,
association (e.g. ACCA, 		 association (e.g. ACCA, 		
CIPD)		 CIPD) CIPD)						
9. Foreign language

9. Foreign language

9. Foreign language

10. Technical skills
(job specific)

10. Technical skills
(job specific)

10. Technical skills 			
(job specific)

11. Work attitude

11. Work attitude

11. Work attitude		

12. Management leadership

12. Management leadership

12. Management leadership

13. Other (please specify):

13. Other (please specify):

13. Other (please specify):

18. State the qualifications where you find difficulty to recruit?(eg. BSc Forensic Science, MSc
Finance, ACCA level 1)
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Section III: How to reduce the skills gap and increase employment?
19. (a). Mauritius is experiencing labour shortage. Do you agree? Yes 1

No 2

(If No Q 19 (a), go to Q 21)

(b). How severe do you think the labour shortage is?
Extremely severe

1

Tolerable

2

Not severe at all

3

(c). Why do you think Mauritius is experiencing a labour shortage? Please state three (3) reasons starting
with the most important one.
1.
2.
3.
(d). How do you foresee this labour shortage over the next five years in Mauritius?
Worsening

1

Improving

2

Remaining the same

3

20. State five reasons (starting with the most important one) to explain why it is difficult to recruit
skilled labour in Mauritius.
1.
2.
3.
4.
5.
21. State five measures that should be taken (and by whom) to reduce mismatch between demand and
supply of skilled labour? (starting with the most important)
Measures
		
1.		
2.		
3.		
4.		
5.		
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By whom? (e.g. the Government, individuals,
organisation e.g HRDC)
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22.

What advice would you give to young Mauritians to help them find a good job? (Please rank
only three; rank 1 = most important)
Get good marks in your studies.		 Complete more than one degree.

Try to study overseas (if possible).		 Choose courses that are demanded by 			
		 employers; not just the easy or
			 popular courses.
Learn practical skills by volunteering/		 Develop the right attitude – be professional,
internship in organisations.		 prepared to work hard, willing to learn.
Try to be multi-skilled as far as possible.		 Other (please specify):

23.

What changes would you recommend to the education and training system to address the skills gap?
(Please rank only three; rank 1 = most important)
Teach more practical workplace skills 		 Require higher standards for students to pass.
and less theory.			
Offer courses that are relevant to employer 		 Education institutions should build better
demands; not just courses that 		 links with employers so they know
are easy to teach.		 what skills to teach.
Improve the quality of education 		 Other (please specify):
(course content, study materials,
teacher quality).
Pay higher salaries to teachers and lecturers/
professors to boost their motivation.			

24.

What laws or policies can the Government amend / develop to address the skills gap?
(Please rank only three; rank 1 = most important)
Provide more job placement opportunities.		 Improve education and training standards.
Raise enrolment in universities and 		 Facilitate better communication/
vocational training.		 synergy between Government, universities, 		
		 vocational training institutions and employers.
Raise enrolment in vocational training.		 Other (please specify):
Increase spending on universities
and institutes (more teachers,
higher salaries, better facilities).			

25.

Which of the following areas in HR your organisation would like to have training and / or assistance?
(Please rank ; rank 1 = most important)
Assessment of HRD climate in the organisation		 Training planning
Recruitment, selection and retention		 Training evaluation
Career and talent management		 Succession planning
Reward management		 HR planning
Performance management		 Others, please specify:
Training needs analysis			
Manpower forecasting
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26.

Any other comment:

Section IV: Organisation Details
27.

Name of your organisation:...............................................................................

28.

Sector of operation:
Agriculture
Manufacturing
Seafood
Tourism
ICT

29.

1
2
3
4
5

Construction
Finance
EOE
Public Sector
Other Economic Activities

6
7
8
9
10

Main activity:...............................................................................................

30.

What is your current job title?
General Manager
1
Operations Director or Manager
Human Resources Director 		
or Manager
2
Other (please specify)
		
31. How many full-time staff does your organisation currently employ?
1 to 5
6 to 10
11 to 50
51 to 100
32.

101 to 200
201 to 300
301 to 500
Above 500

4		

5
6
7
8

How many part-time staff does your organisation currently employ?
1 to 9

33.

1
2
3
4

3

1		

10 to 50

2

51 to 100

3

Above 100

4

Please specify the number of foreign/expatriate staff your organisation currently employs
per level.
Worker1:……………    Specialised Worker2: ……………   Professional Staff3: ……………
THANK YOU VERY MUCH
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