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What is NHRDP?



What is NHRDP?

A policy framework for education, training 

requirements and career progression to meet the 

countryôs skills and competence needs

It will promote sustained economic growth by 

using the available human resource effectively 

and by drawing on their expertise and ingenuity.



Estimate demand for manpower in key sectors in 

terms of different skills/knowledge;

Decrease the mismatch between the demand and 

supply of manpower; and

Develop proactive human resource development 

policies.

Objectives of NHRDP?



The sample

70 ICT companies surveyed with activities:

Hardware consultancy

Software consultancy and supply

Telecommunications

ITES/BPO

Sale of Computer equipment and software 

Other Computer related activities
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Percentage moved by crisis

The ICT sector ïnot entirely immune to the crisis 

The sector has potential for more growth provided the

human resources are available



Perception pertaining to employment

Employment in the ICT sector would 

increase 

Recruitment of more 

skilled/educated employees
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Skills of employees
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Training location

In-house training 67

Private Training Institutions 63

MITD formerly IVTB 15

Enterprise Mauritius 4

SMEDA 4

Ministries 4



Why companies train?

To use new technology or machinery

To comply with new standards and specifications

To remain competitive

Empower new recruits

To improve quality of services/products

To comply with labour or environmental standards or regulations

Above 80%



Training for recovery
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Process for re-skilling

Seeking help from 

government 

training institutions

10%

TNA

21%

Resort to private 

training institutions

27%

In-house training 

programmes

42%



Preference for training

Content

Language

Timing

Location

Content

Less theoretical

More theoretical

More hands-on

Language

Creole

French
English

Location

Central

Accessible

Timing

Morning

Afternoon

Evening
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High cost

Employees tend to quit after being trained

Canôt release due to limited number of staff

Lack of trainers

Training too theoretical

Inappropriate and irrelevant tr programmes

Teaching not up to your desired level

Inappropriate location

Language used in training is too difficult

%

Difficulties encountered when 
planning training



Incentives that could motivate 
companies to train their employees

Provision of financial support for training

Improving the training infrastructure

Sharing resources between the public and private 

sector

Having more relaxed procedures



Financial 

Incentives
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54%

Performance 

Appraisal System 

46%

No Performance

Appraisal System

Lack of HR practices

Training plan was almost  

inexistent

Around ½ of the companies 

had a Performance 

Appraisal System

¼  of the companies had a 

career plan

A large majority did not 

have a redeployment 

strategy (87%)

Methods used to appraise

Work objectives are set, agreed upon 

and measured according to KPIs

Performance is assessed regularly to 

see if  work assigned have been 

completed

Reasons to have career plan

A rotation system in place for 

everyone to work at various levels in 

the organisation 

Promote employees after certain 

number of  years of  service 

Redeployment strategies

To redeploy employees in sister 

companies (50%)

To redeploy within the group (25%) 

To re-orient the company into another 

business (13%)

To deploy to another company with 

which they have good relationship (12%)


