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Preface

The government of Qatar is embarking on a number of reforms to 
support the nation’s economic and social development. Qatar’s future 
depends on citizens whose education and training prepare them to be 
full participants in economic, social, and political life, and Qatar has 
made significant efforts to improve educational opportunities. The 
efforts have included individual initiatives focused on post-secondary 
education, but these initiatives have not been subjected to a broad stra-
tegic review. Qatar’s Supreme Education Council asked the RAND-
Qatar Policy Institute to study the current situation and to help iden-
tify priorities for developing post-secondary educational offerings that 
better respond to the country’s economic and social demands.

This monograph, which reports on the resulting one-year study, is 
written primarily for decisionmakers in Qatar. It may also be of inter-
est to researchers and policymakers involved in higher education, as 
well as to those concerned with education and economic development 
in the Middle East.

This project was conducted under the auspices of the RAND-
Qatar Policy Institute (RQPI) and RAND Corporation’s Education 
unit. RQPI is a partnership of the RAND Corporation and the Qatar 
Foundation for Education, Science, and Community Development. 
The aim of RQPI is to offer the RAND style of rigorous and objec-
tive analysis to clients in the greater Middle East. In serving clients 
in the Middle East, RQPI draws on the full professional resources of 
the RAND Corporation. RAND Education analyzes education policy 



and practice and supports the implementation of improvements at all 
levels of the education system.

For further information on RQPI, contact the director, Dr. Rich-
ard Darilek. He can be reached by email at redar@rand.org; by tele-
phone at +974-492-7400; or by mail at P.O. Box 23644, Doha, Qatar. 
For more information about RAND Education, contact the associ-
ate director, Dr. Charles Goldman. He can be reached by e-mail at 
charlesg@rand.org; by telephone at +1-310-393-0411, extension 6748; 
or by mail at RAND, 1776 Main Street, Santa Monica, California 
90401 USA.

iv    Post-Secondary Education in Qatar
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Summary

Like the government of many other countries, Qatar’s government 
views education as a crucial element in the nation’s economic, social, 
and political development. Qatar has embarked on reforms at all levels 
of its education system, the goal being to develop the human capital of 
Qatari nationals and to ensure that Qatar’s citizens can contribute fully 
to society, both economically and socially.

Progress is being made, but Qatar still faces a number of chal-
lenges. The education system for kindergarten through grade 12 (K–
12) does not adequately prepare Qataris for work or post-secondary 
study, and current reforms to the K–12 system will take time to bear 
fruit. The Qatari population is small, and the country depends on a 
large expatriate workforce for both low- and high-skilled labor. Few 
Qataris have the training or qualifications needed for high-demand, 
high-skill jobs. Employment practices, which are linked to the social 
welfare system, provide Qataris, especially men, with secure, well-
compensated jobs in the government sector: Nearly 77 percent of 
employed Qataris work in the government or government enterprise 
sectors. And Qatari women, who are more highly educated than 
Qatari men, are less likely to pursue career employment and have lim-
ited employment opportunities because of cultural tradition.

Qatar has used its wealth to improve post-secondary educational 
opportunities—for example, by establishing a number of world-class 
institutions in Doha’s Education City. But these efforts to enhance the 
quality of education have not undergone a broad strategic review. As a 
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result, the extent to which available post-secondary educational offer-
ings can meet Qatar’s current and future demands remains uncertain.

Qatar’s Supreme Education Council (SEC) asked RAND Edu-
cation to analyze the current situation and to help articulate priori-
ties for developing post-secondary educational opportunities, either in 
Qatar or through financed study abroad. The resulting one-year study 
addressed several questions:

In which occupations can Qataris make the greatest contribu-
tion to the society and economy, and what education and train-
ing are needed to realize these contributions?
What measures might encourage more Qataris, especially young 
men, to pursue post-secondary education?
To what extent do existing institutions meet education and train-
ing needs? Are new investments required, and if so, where?
What are the benefits and costs of establishing local post-
secondary institutions at the undergraduate and graduate levels 
versus sending students abroad for these studies?

Data and Methods

We used a combination of qualitative and quantitative research meth-
ods for the study. To address issues of occupation and skill demand, our 
research team reviewed secondary data and research from Qatar’s Plan-
ning Council, formally interviewed key employers in Qatar, and infor-
mally discussed relevant issues with other education stakeholders.

The study team also inventoried the post-secondary educational 
offerings in Qatar, including private training organizations, and 
obtained data on Qatar’s scholarship programs, which support high-
achieving students studying in Qatar and abroad.

Many decisionmakers in Qatar recognize that the education and 
employment choices made by Qataris are often not well aligned with 
Qatar’s new national priorities and initiatives, but evidence for why 
these choices are made has been mostly anecdotal. To shed light on the 
factors influencing education and employment choices, we used two 

1.

2.

3.

4.



surveys to gather systematic data that allowed us to generalize: a tele-
phone survey of 99 Qataris who had graduated from secondary school 
in 1998, and a survey administered to 260 students who were second-
ary school seniors in 2006. The survey of the 1998 graduates provided 
a look at the transition to post-secondary education and employment in 
the eight years following graduation from secondary school; the survey 
of the 2006 seniors provided information on education and employ-
ment aspirations and the factors influencing those aspirations.

Findings

Demands for Education and Employment 

Our employer interviews and data from Qatar’s Planning Council 
indicate that demands for men are in the professional, technical, and 
sales and service occupations and that women are more likely to find 
employment in clerical jobs and in professional jobs within the govern-
ment. Overall, the pattern of occupational demand favors individuals 
with some post-secondary education supplemented with more-specific 
job training.

Survey data from our study align with Qatar’s 2004 census data in 
indicating that patterns of education and employment among Qataris 
are somewhat misaligned with demand. This is especially true for 
males: Qatari men continue to pursue careers in fields other than those 
in demand—most notably the military and police—and a majority of 
the male students surveyed aspire to these professions. As for Qatari 
females, a high proportion are in the teaching profession, about 15 per-
cent of the Qatari women surveyed hold professional jobs, and a high 
proportion of the female students surveyed aspire to be managers or 
professionals rather than teachers. Women’s opportunities appear to be 
expanding, but cultural expectations may still work against women’s 
employment in some fields.

The trend for Qatari females to pursue and achieve a post-
secondary education in greater proportions than Qatari men will 
likely continue given that twice as many female students as male stu-
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dents indicated that they plan to attend a university or obtain a post-
secondary diploma.

While government policy aims to increase Qataris’ employ-
ment in the growing private sector, the trend for Qataris to work for 
or seek work in the government or government enterprises will likely 
continue.

Employers showed a high demand for people skilled in certain 
areas, especially English, information and communication technology 
(ICT), and business. They also value the so-called soft skills, such as a 
good work attitude and a willingness to learn. By and large, employ-
ers indicated dissatisfaction with the skills of secondary school and 
university graduates; they also pointed out several shortcomings of 
Qataris compared with expatriate workers with respect to attitudes 
toward work.

We found that many factors influence education and employ-
ment choices and aspirations, and that these factors often vary for 
males versus females and for older versus younger people. For example, 
in making post-secondary education and career choices, students are 
highly influenced by parents and religious beliefs. While our findings 
about these factors are in no way conclusive, they do provide important 
insights for policymakers.

Qataris Who Do Not Pursue Post-Secondary Study 

Even though economic demands in Qatar favor individuals with post-
secondary education and training, a majority of Qataris do not pursue 
post-secondary studies. What might induce more Qataris, especially 
Qatari males, to do so? To isolate factors that might underlie the deci-
sion to pursue an education at the post-secondary level, we used census 
data and data from our surveys to compare the characteristics and 
experiences of Qataris who had decided to pursue a post-secondary 
education with those of Qataris who had decided not to.

Our survey results highlight several factors involved in this com-
plex decision. These findings are somewhat speculative, however, 
because the sample sizes in some of the comparisons were small. With 
this caveat, we can state that the most common reasons for not pursu-
ing a post-secondary education are ineligibility for a scholarship and 
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family responsibilities. Because scholarships are attached to grades in 
Qatar, what this effectively means is that a student’s poor performance 
in secondary school is a significant barrier to further study. For these 
individuals, opportunities for remedial education may have appeal 
and may be of benefit for bringing more students into post-secondary 
education.

Workers without a post-secondary education viewed additional 
training in English and, to a lesser extent, basic computer skills as help-
ful for either advancing in their current job or getting a better job 
in the future. These views align with the skill demands indicated by 
employers.

 Secondary school seniors who do not plan to pursue post-
secondary studies are more likely to want to work in a government 
ministry and less likely to go on to work in a government-owned or 
privately owned company than are those who intend to continue their 
studies. This suggests that the availability of secure, prestigious, and 
well-paying government jobs that do not require post-secondary school-
ing may act as a disincentive to pursuing further education, especially 
for Qatari males. In this case, changes in educational opportunities 
alone may not be sufficient for altering the patterns of those choosing 
not to pursue post-secondary studies.

Adequacy of Post-Secondary Education and Training Offerings

Our analysis of the opportunities available in Qatar for post-
secondary education in high-demand fields indicated that there are 
numerous relevant offerings at the certificate/diploma level and 
undergraduate-degree level. It also indicated that there are very few 
offerings at the graduate level in any field. However, Qatar’s Higher 
Education Institute offers numerous scholarship opportunities for stu-
dents of different abilities who want to study abroad, where such offer-
ings are available, and some of these scholarships target preparation for 
high-demand occupations.

One part of our review identified a large number of organiza-
tions in Qatar that provide training, including training in specific 
skills highly valued in the labor market, such as English and ICT. The 
opportunities for this type of training thus seem plentiful, although 
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our study did not attempt to assess the quality of the training being 
offered.

We found that the post-secondary offerings in Qatar provide 
good coverage of high-demand fields at some levels but that there were 
notable gaps:

Opportunities for students who need remedial academic course 
work are limited.
High-quality degree choices in Qatar are limited.
Opportunities to study for a master’s degree are limited.

These gaps have different effects on men and women, on recent second-
ary school graduates and those who have been out of school awhile, 
and on students considered and not considered highly able.

Options for Post-Secondary Investment and Our 
Recommendations

For each gap in Qatar’s educational offerings, we outlined the concep-
tual costs and benefits of three post-secondary investment options of 
interest to the SEC: (1) restructure programs at Qatar University, (2) 
recruit new foreign institutions to Qatar, and (3) develop new govern-
ment-sponsored programs of less than four years.

Based on our study, we recommend that Qatari leadership con-
sider the following investments for the three gaps in its post-secondary 
offerings:

Gap: Limited opportunities for remedial course work prior to 
university study

Option: Establish a government-sponsored community college

Addressing this gap will benefit remedial and adult students.

Gap: Limited four-year degree choices for high-achieving students 
in Qatar beyond the Education City offerings

Option: Recruit a top liberal arts college to Education City
Option: Develop an honors program at Qatar University

Addressing this gap will benefit high-achieving students.

•

•
•

•

–

•

–
–
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Gap: Lack of master’s degrees in career-related fields in Qatar
Option: Expand offerings of current Education City campuses 
to include master’s degrees in career-related fields
Option: Restructure Qatar University programs to begin offer-
ing more master’s degrees in career-related fields

Addressing this gap will benefit high-achieving students.

We also recommend that a financial-aid program for adults 
be developed to help finance their post-secondary education and 
training.

Another recommendation is that Qatari decisionmakers not invest 
in any of these areas without first prioritizing the post-secondary gaps 
according to their importance to the economy and society. The issues 
to consider here include the extent to which an option addresses areas 
of national significance in terms of furthering Qatar’s economic and 
social goals, the number and type of individuals who will benefit from 
investment in an option, and the trade-offs between study in Qatar 
and study abroad. For example, providing high-quality graduate train-
ing in Qatar will go a long way toward developing future leaders for the 
country, particularly women.

In addition, we recommend that the SEC conduct further fea-
sibility studies to determine in detail what is involved in investing in 
the areas of highest priority. It will also be necessary to estimate the 
demand for post-secondary education related to each option.

We further recommend that a national campaign be conducted to 
raise awareness of the importance of higher education and the occupa-
tional areas that will aid economic development. This campaign should 
be directed both at parents, because they have much influence over 
their children’s education and career choices, and at adults that might 
want to resume their schooling, upgrade their English or ICT skills, or 
further educate themselves as a way to advance in their current job or 
expand their employment opportunities.

In going forward with these recommendations, it is crucial that 
a long-term, overarching strategy of investment be developed for post-
secondary education in Qatar, one that coordinates the various educa-

•
–

–
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tional institutions and considers related policy areas, especially those 
of employment and labor. At present, Qataris continue to pursue tra-
ditional occupational pathways in government ministries despite the 
availability of ample opportunities for post-secondary education and 
training in high-demand occupations. While the factors that influence 
people’s education and career choices are complex, it is clear that these 
decisions are to some degree influenced by Qatar’s employment poli-
cies and customs—for example, the virtual guarantee that Qatari men 
with no more than a secondary school education will find secure, well-
paying, and prestigious jobs in Qatar’s government ministries. Another 
influencing factor may be the limited educational and employment 
opportunities that exist for women. Any post-secondary investment 
strategy needs to be framed within a larger context that takes these fac-
tors into consideration. Only in this way will policymakers be able to 
understand the range of incentives likely to be influencing individual 
choices and thus be able to make the best investments for future gen-
erations of Qataris.
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CHAPTER ONE

Introduction

The Arabian Gulf nation of Qatar is one of the smallest of the Gulf 
States, but its significant oil and natural gas reserves make it one of 
the wealthiest countries in the world. Qatar’s progressive leadership is 
aiming to diversify the country’s economy, with an emphasis on creat-
ing a dynamic private sector and increasing employment opportuni-
ties for Qataris. The leadership is also promoting social and political 
reforms to expand the role of Qatari women in society and, through 
a new constitution, move the country toward democratic institutions. 
Like the leaders of many other nations, Qatar’s leaders recognize that 
education is key to economic, social, and political progress.

Qatar has chosen to invest its wealth in education and has already 
made significant efforts to improve its post-secondary educational 
opportunities. The Qatar Foundation for Education, Science, and 
Community Development (commonly called the Qatar Foundation) 
is responsible for a number of world-class institutions (e.g., Weill Cor-
nell Medical College, Carnegie Mellon University) having established 
campuses in Qatar’s Education City, and thus for expanding local 
options for post-secondary education. Qatar University has initiated 
both organizational and curricular reforms. The Higher Education 
Institute (HEI) of the Supreme Education Council (SEC) is revamp-
ing the available scholarship offerings to help ensure that students who 
study abroad attend top-ranked programs in the world’s best colleges 
and universities. The objective of these and other efforts is to advance 
the quality of higher education in Qatar and to develop the human 
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resources needed to continue Qatar’s ambitious goals for social and 
economic development.

Despite these efforts, however, Qatar faces significant barriers to 
progress:

Qatar’s K–12 (kindergarten through grade 12) education system 
is weak, which means that students are poorly prepared for post-
secondary study. The SEC has embarked on an ambitious reform 
of K–12 schooling, one that holds promise for better preparing 
graduates for higher education and work, but it began in 2001 
and will require more time to yield significant effects (Brewer et 
al., 2007).
Qatar depends on an expatriate workforce for both low-skilled 
labor and high-skilled technicians, managers, and professionals, 
especially for the energy sector. Most Qataris do not have the 
training or qualifications required for many high-demand, high-
skill jobs in the expanding economy (Planning Council, 2005).
An implicit social contract guarantees Qataris employment in the 
government sector, which employs about 77 percent of all Qataris 
in the workforce. Qataris favor work in government jobs, which 
provide them with high salaries and good benefits, short working 
hours, job security, and little competition from expatriates better 
qualified than they are (Planning Council, 2002, 2005). 
“Qatarization” policies directed at increasing Qatari employment 
in the energy sector and the private sector do not always succeed, 
because many Qataris are not willing or lack the needed skills to 
work in these sectors (Planning Council, 2005). 
Compared with Qatari males, Qatari females are higher academic 
achievers but are less likely to pursue career employment and are 
subject to cultural traditions that limit their job opportunities. 
Qatari males tend to be academically unmotivated but have high 
expectations about securing respectable jobs.
Qatar lacks a mechanism for coordinating workforce develop-
ment, including education and training, to rectify skill shortages 
and other imbalances in the labor market (Planning Council, 
2005).

•

•

•

•

•

•
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Given these barriers, the most pressing problem for Qatar’s lead-
ership is that of determining what kinds of initiatives will best broaden 
and strengthen Qatari participation in post-secondary education. Indi-
vidual initiatives already carried out have paved the way for establish-
ing a range of post-secondary educational opportunities in Qatar, but 
these initiatives have not been subjected to a broad strategic review. As 
a result, the extent to which available post-secondary educational offer-
ings meet Qatar’s current and future economic needs is uncertain. 

The SEC asked the RAND Corporation to study the current sit-
uation and to help develop priorities for providing the needed post-
secondary offerings, either in Qatar or by financing the education of 
Qataris abroad. The purpose of the RAND study was twofold: to pro-
vide a basis upon which to develop a more strategic approach to post-
secondary education, and to address the issues and options in an inte-
grated fashion.

We conducted a one-year study, beginning in November 2005; it 
addressed four main questions:

In which occupations can Qataris contribute most to the society 
and economy, and what education and training do they need to 
be able to make these contributions?
What measures might encourage more Qataris, especially young 
Qatari males, to pursue post-secondary education?
To what extent do existing post-secondary institutions meet the 
education and training needs? Are new investments required; if 
so, where?
What are the benefit and cost trade-offs between establishing 
local post-secondary institutions and sending students to study 
abroad?

Because recent policies and social forces in Qatar have sought 
to increase women’s potential and their participation in the economic 
sphere, we paid particular attention to the issue of women in the work-
force as we addressed these questions.

1.

2.

3.

4.
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Data and Methods

We used a combination of qualitative and quantitative research meth-
ods and data sources in this study. To develop a more detailed under-
standing of which occupations and skills are the most valuable now 
and into the future, we interviewed key employers in the public and 
private sectors. We asked them about their skill needs, the quality of 
graduates from current educational institutions, their training and 
recruitment strategies, and other topics. In all, we conducted formal 
interviews with 18 individuals from ten employer organizations. We 
also held informal meetings with about ten other education stakehold-
ers to discuss a number of broader issues relevant to the study.

We surveyed 99 Qatari nationals (49 women and 50 men) who 
had graduated from secondary school in 1998 in order to learn about 
the employment and education choices they had made since then. We 
used a random sample, drawn from records provided by the Minis-
try of Education, that included individuals not currently in the labor 
market in order to learn what factors had influenced their decision not 
to work. The sample was designed to represent both men and women 
who had specialized in each of the main fields of study in secondary 
school.

We also surveyed 260 secondary school seniors (154 women and 
106 men) to learn about their education and employment aspirations 
and the factors influencing their goals and choices. For this survey, we 
used a randomly selected sample of schools (one private and nine gov-
ernment schools). 

To analyze these data, we compared sample means and propor-
tions across different groups identified in the data. For instance, we 
extensively compared males’ and females’ responses and, because of the 
particular relevance to policymakers, the responses of individuals who 
did and who did not pursue post-secondary schooling. Where appro-
priate, we used standard statistical tests (e.g., t-test, chi-square test) to 
determine whether differences across groups were statistically signifi-
cant. Results were weighted to reflect population characteristics.

The surveys carried out in this study represent an important 
source of data because they capture essential insights about the factors 
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that influence Qataris’ education and employment choices. To date, 
decisionmakers have had to rely mainly on anecdotal evidence about 
factors that may drive individual choices. A better understanding of 
these factors should help decisionmakers craft policies and incentives 
that will more effectively direct education and employment choices in 
ways that support Qatar’s broader economic and social goals.

The study also incorporated various secondary data sources. We 
used data from Qatar’s 2004 census (Planning Council, 2004) and 
from two studies conducted by Qatar’s Planning Council (2002, 2005) 
to examine characteristics of the workforce—e.g., distribution of the 
workforce by gender, nationality (Qatari, non-Qatari), industry, occu-
pation, and educational credential. These data shed light on who works 
in occupations considered vital to Qatar’s economy and society and 
who will work in such occupations in the future.

To supplement the surveys and interviews, we also reviewed infor-
mation on education, employment, training, and skill needs that was 
available from numerous prior and ongoing RAND studies. Drawing 
on this information was a way to reduce the need to re-interview insti-
tutions and individuals previously visited.

Finally, we contacted post-secondary education and training 
institutions in Qatar to gather information, through questionnaires 
and interviews, about course offerings, students, and the like in order 
to compile an inventory of available offerings. We also obtained data 
from the Higher Education Institute on enrollment in various govern-
ment-sponsored scholarship programs.

Study Limitations

This study relied on secondary data from Qatar’s Planning Council, 
supplemented by interviews with a sample of key employers, to paint a 
broad picture of the demand for occupations and skills in Qatar. The 
Planning Council analyses are somewhat limited because of a lack of 
data in Qatar. In addition, the economic picture changes quite rapidly 
in Qatar, so even when data are available, they are not always up to 
date. In consequence, we were unable to make precise numerical esti-
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mates about demands, which in turn affected our analysis of whether 
Qatar provides adequate educational opportunities.

We did not attempt to carry out a complete inventory of the many 
training establishments in Qatar that might contribute to developing 
Qatar’s human capital. The study’s short time frame and the lack of 
centralized, systematic information or data on providers prohibited 
us from performing a detailed analysis of this education and training 
sector.

Monograph Organization

Chapter Two provides brief background information on Qatar, its 
labor market, and the policy context that informed the direction of 
our study. Chapters Three through Six are organized according to the 
study questions. Chapter Three addresses the skill and occupational 
demands in Qatar and the education and training needed to meet 
those demands. It examines the patterns of education and employment 
of two cohorts of Qataris—year 1998 secondary school graduates and 
year 2006 secondary school seniors—to determine whether these pat-
terns reflect demands.

Chapter Four focuses on the characteristics and outcomes for 
Qataris who do not pursue a post-secondary education—a group of 
particular concern to policymakers. Chapter Five describes the current 
provision of education and training in Qatar and addresses the issue 
of whether it is sufficient for Qatar’s current and future needs. Chapter 
Six outlines the options, based on our cost-benefit analysis, for expand-
ing post-secondary opportunities in Qatar. Chapter Seven summarizes 
our recommendations.

Three appendixes are also provided. Appendix A contains fur-
ther details on the study approach and methods; Appendixes B and C 
provide additional information on the provision of, respectively, post-
secondary education and training in Qatar.
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CHAPTER TWO

Overview of Qatar and the Policy Context

The Arabian Gulf nation of Qatar is only 11,427 square kilometers in 
area (similar in size to the U.S. state of Connecticut), but its significant 
oil and natural gas reserves and its strategic location and progressive 
leadership give it a unique status in today’s world.

 This chapter provides relevant background information on Qatar’s 
population, education system, economy and industry, and labor force 
to provide context for our study. In doing so, it touches on the broad 
policy context, especially as it affects education and employment.

Brief History1

Qatar is a relatively new country, having made the shift from tribal 
community to modern state in a matter of decades. Most Qataris are 
Arabs and virtually all are Muslim, with the vast majority following 
Wahhabi Islam, a traditional version of Sunni Islam (Economist Intel-
ligence Unit, 2004). Arabic is the primary language spoken and the 
official language of the government, but English is widely spoken and 
commonly used in business, especially in the private sector. Islam is the 
state’s official religion.

Qatar became a sovereign state only recently. At the beginning 
of the 20th century, the territory now known as Qatar consisted of a 
small set of villages dependent on pearl diving, camel breeding, and 

1 This overview draws on material presented in an earlier RAND study on Qatar’s K–12 

education system (Brewer et al., 2007).
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fishing, and its society was governed by Islamic principles and tribal 
custom. In 1916, Abdullah Bin Ali Al Thani, the leader of a prominent 
family, signed a treaty for Qatar to become a British Protectorate, as 
did other Gulf States at this time. In exchange for military protection, 
Qatar relinquished autonomy in foreign affairs. Britain terminated 
treaty arrangements with the Gulf States in 1968, and Qatar became 
an independent state on September 3, 1971. Soon after it proclaimed 
independence, Qatar became a member of the United Nations and the 
Arab League.

The ruling Al Thani family has been prominent in Qatari society 
since the late 1880s. In 1972, Sheikh Kalifa Bin Hamad took con-
trol from the Emir, Sheikh Ahmad Bin Ali, with support from the Al 
Thani family, Britain, and Saudi Arabia. He ruled until 1995, when 
Sheikh Hamad Bin Kalifa, the heir apparent and minister of defense at 
the time, took over from his father.

In 1972, the government was structured as a monarchy with a 
provisional constitution granting full legislative and executive powers 
to the head of state. A council of ministers, appointed by the Emir, had 
responsibility for drafting legislation, supervising implementation of 
the law, running financial and administrative systems, and preparing 
development plans. An advisory council was established, as a partially 
elected consultative body, with members selected from representatives 
chosen through a limited electoral process. This structure remained 
relatively unchanged until Sheikh Hamad initiated more progressive 
reforms geared toward developing a democracy.

In 1998, the Emir issued a decree setting up the framework for 
an elected municipal council of 29 members, for which both men and 
women could run and vote. By 2003, this council included one elected 
female member. In 1999, the Emir established a 32-member commis-
sion to develop a draft constitution specifying an elected parliament 
with legislative powers. A permanent constitution was ratified in April 
2003. Although considerable powers remain with the ruling Al Thani 
family, the Advisory Council is to be expanded to 45 members, 30 
elected and 15 appointed by the Emir. Voting is to be universal for 
all Qatari citizens over the age of 18. The constitution also guarantees 
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freedom of expression, press, and religion, as well as the right of citi-
zens to assemble and to establish civic and professional associations.

Social reforms have also been initiated in Qatar, some with the 
assistance of the Emir’s wife, Her Highness Sheikha Mozah Bint Nassar 
Al Missned. Sheikha Mozah has been actively involved in developing 
educational opportunities through the Qatar Foundation, a private, 
non-profit organization whose board of directors she chairs. One of 
these developments, the establishment of Education City, is discussed 
further in Chapter Five.

Since the 1950s, income from oil has enabled Qatar to provide 
its citizens with social welfare benefits. The government provides free 
education and health care to all Qatari citizens. Family allowances for 
each child are granted to male heads of households employed in the 
public sector. In accordance with Qatari Social Security Law, monthly 
allowances are paid to widows, divorcees, orphans, and those with spe-
cial needs who have no providers. Free land and interest-free construc-
tion loans for residential houses are provided to Qataris who work as 
senior staff in government and semi-government offices. Houses are 
constructed for Qataris with limited incomes who agree to pay back 60 
percent of the cost over 20 to 25 years (Nafi, 1983).

Non-citizens, a group that includes persons who have lived in 
Qatar their entire lives or were born in Qatar (to non-citizen parents), 
are not eligible for the government benefits provided to citizens. With 
few exceptions, only Qataris are permitted to own land, and compa-
nies operating in Qatar must be at least 51 percent Qatari owned (U.S. 
Library of Congress, 1994). However, non-citizens do benefit from 
the fact that water, electricity, and gas are extremely inexpensive; some 
basic foods are subsidized; local telephone calls are free; employees pay 
no income tax; and no one pays property or municipal taxes.

Population

Qatar’s demographics exhibit three striking features that must be seri-
ously considered in developing any post-secondary education strategy. 
First, although Qatar’s total population is small—just under 750,000 
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at the time of the 2004 census (Planning Council, 2004)—it has 
grown rapidly in recent years. Since 1986, the population of Qatar has 
more than doubled. The implied annual population growth rate of just 
over 4 percent is faster than any country currently experiences (Central 
Intelligence Agency, 2007). This rapid growth mirrors the economic 
boom in Qatar and the other Gulf States (Institute of International 
Finance, Inc., 2006). The U.S. Census Bureau’s projections indicate 
that Qatar’s population will continue to grow rapidly, exceeding 1.1 
million people by 2020.

The second striking demographic feature, which can be seen in 
Table 2.1, is the preponderance of non-Qataris living in the country. 
In terms of individuals age 15 and over, non-Qataris constitute more 
than four-fifths of the population. Most non-Qataris are migrants who 
come mainly from Asian countries unable to offer the economic oppor-
tunities available in Qatar. Government policies (such as Qatarization, 
which is discussed below) intended to reduce Qatar’s reliance on for-
eign workers have not reduced this large presence (Winckler, 2000). 
Qatar’s share of expatriate workers remains significantly larger than 
that of Bahrain, Oman, and Saudi Arabia; and of all the Gulf Coop-
eration Council (GCC) countries, only Qatar and Oman have seen no 
reduction in their expatriate labor force in the past five years (Planning 
Council, 2005, Fig. 2.3). It is significant that if the population of non-
Qataris were to be reduced, the Qatari population would not be large 
enough to fill all the jobs in Qatar’s rapidly expanding economy (Plan-
ning Council, 2005). 

Qatar’s third striking demographic feature, which can also be seen 
in Table 2.1, is that males substantially outnumber females. Among

Table 2.1
Qatari and Non-Qatari Populations, Age 15 and Over, by Gender

Number (Percentage)

Qataris Non-Qataris Total

Male 54,482 (13.2) 356,734 (86.8) 411,216

Female 55,923 (33.9) 109,272 (66.1) 165,195

Total 110,405 466,006

SOURCE: Planning Council, 2004.
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individuals age 15 and over, males make up about 70 percent of the pop-
ulation. This is not surprising given that non-Qataris are the majority 
in the population, most non-Qataris are migrants who came to Qatar 
to work, and migrant workers tend to be male. Among Qataris, there is 
no gender imbalance. Instead, there is approximate parity between the 
numbers of men and women.

Education

Before oil was discovered and the subsequent economic boom began 
transforming Qatar into one of the wealthiest countries in the world, 
opportunities for formal education were few. Some children memorized 
passages from the Qur’an and learned to read and write in a kuttab (an 
informal class taught in a mosque or home by a literate man or woman 
knowledgeable about Islam) (U.S. Library of Congress, 1994). With 
the establishment of Qatar’s Ministry of Education in 1956, however, 
free education was provided for boys and girls, and Qatari students 
received a monthly stipend from that year until 1962. In addition, chil-
dren of expatriates employed by the government became eligible for 
free education.

The Ministry of Education schools are divided into three levels: 
primary (grades 1–6), preparatory (grades 7–9), and secondary (grades 
10–12). Boys and girls attend separate schools, taught, respectively, by 
male and female teachers.2 Tuition-based private schools serve both 
Qataris and resident expatriates. Private Arabic schools follow the 
Ministry’s curriculum and are geared toward Qataris and other Arabs 
who want their children’s schooling to follow the national curriculum 
but take place in a private school setting. Other private schools follow 
curricula from other countries; for example, the elite Qatar Academy 
offers the International Baccalaureate (IB) program, and Doha College 
follows the British curriculum.

2 Women also teach boys up to grade 4 in “model schools” that were established to provide 

more employment opportunities for female teachers and to ease the home-to-school transi-

tion for young boys.
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In recent years, Qatari leaders became concerned that Qatar’s 
K–12 education system was not producing high-quality outcomes 
and that the system was not only rigid and outdated, but also resis-
tant to reform. In 2001, Qatar embarked on a major reform effort to 
better align the system with the country’s changing economic, social, 
and political ambitions (Brewer et al., 2007). The intent is that the 
reform will produce Qatari students who are better prepared for post-
secondary education and for employment. However, it is still too soon 
for the reform’s intended effects to be realized.

Qatar University, the nation’s only state-sponsored, academi-
cally oriented institution, was established in 1977; it currently offers 
six fields of study: Humanities, Education, Sciences, Sharia and Law, 
Business Administration and Economics, and Engineering. Before 
2000, Qatar University’s College of Education offered undergraduate 
teaching degrees, and most Qatari public school teachers trained there. 
Degrees in general education are now no longer offered, although stu-
dents can still pursue a bachelor of arts (B.A.) degree in arts or physical 
education or can secure a diploma in special or early-childhood edu-
cation. In 2003, Qatar University began a reform effort to articulate 
both a new vision and a new mission and to develop a plan for realiz-
ing them (Qatar University, 2006). In addition, the government estab-
lished a scholarship program to assist qualified students who want to 
study abroad.

Since 1995, the Qatar Foundation has brought world-class uni-
versities to Qatar’s Education City—for example, Weill Cornell Medi-
cal College, Carnegie Mellon University, and Georgetown University 
all operate campuses there. The presence of these institutions in Qatar 
provides further educational opportunities for Qataris at the post-
secondary level. (Chapter Five provides more information about Qatar 
University, Education City, and scholarship programs.)

At the time of Qatar’s 1970 census, more than two-thirds of the 
population over 15 years of age was illiterate (Winckler, 2000). The 
significant investments made in the education infrastructure since 
then have paid off. For example, literacy rates increased through the 
years, reaching 98.2 percent among 15–19 year olds in 2004 (Plan-
ning Council, 2005). However, although Qatar compares relatively 
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favorably with other Arab countries on student enrollment in primary 
and preparatory schools, its standing is below that of many others on 
enrollment in pre-primary schools and in higher education (Planning 
Council, 2005).

The disparities in levels of educational attainment for Qataris and 
non-Qataris, the old and the young, and men and women are signifi-
cant. Table 2.2 shows educational attainment by gender for Qataris 
and non-Qataris. As can be seen, Qataris are better educated than 
non-Qataris on average: 53 percent of Qataris have at least a second-
ary degree, compared with 39 percent of non-Qataris. However, it can 
also be seen that a sizable group, 22 percent, of non-Qataris have some 
education beyond secondary school, and 17 percent have at least a uni-
versity degree. The data in this table also show that women are better 
educated than men: 31 percent of women have some post-secondary 
schooling, compared with 21 percent of men. Among Qataris alone, 
31 percent of women and 27 percent of men have some post-secondary 
schooling.

Table 2.3 uses tabulations from the 2004 census (Planning 
Council, 2004) to separately examine levels of schooling for Qataris

Table 2.2
Educational Attainment of Qataris and Non-Qataris, by Gender

Percent Attaining Education Level

Less Than 
Secondary Secondary

Beyond 
Secondary

Qatari

Males 50 23 27

Females 45 24 31

Total 48 24 29

Non-Qatari

Males 65 15 20

Females 47 22 31

Total 61 17 22

All males 63 16 21

All females 47 23 31

Total 59 18 23

SOURCE: Planning Council, 2004.
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Table 2.3
Educational Attainment of Qataris Age 25 and Over, by Age Group and 
Gender

Age 
Group

Percent Attaining Education Level

Females Males

Less Than 
Secondary Secondary

Beyond 
Secondary

Less Than 
Secondary Secondary

Beyond 
Secondary

25–29 26 29 46 43 30 26

30–34 30 20 50 41 21 38

35–39 38 17 46 44 19 38

40–44 47 13 39 41 17 42

45–49 62 10 28 45 14 40

50–54 84 6 10 49 15 36

55–59 94 3 3 68 12 20

60–64 97 1 2 83 8 9

65–69 99 1 1 90 5 5

70–74 99 0 1 93 3 3

75+ 99 0 1 97 1 2

Total 50 15 35 50 19 32

SOURCE: Planning Council, 2004.

age 25 and older by age group and gender.3 The results show that the 
older groups, which came of age when fewer educational opportunities 
existed, completed considerably less schooling than did the younger 
groups. For instance, only 17 percent of men and 3 percent of women 
age 60–64 had at least a secondary degree, compared with 56 percent 
of men and 75 percent of women age 25–29. Among these younger 
Qataris, 26 percent of men and 46 percent of women had completed 
post-secondary schooling.

Another pattern is the change in the relative schooling of men 
and women. Older Qatari men are better educated than older Qatari 
women, but this pattern is reversed for Qataris younger than 40. For 
instance, Qatari women age 25–29 are almost twice as likely as their 
male counterparts to have pursued post-secondary schooling (46 percent 
for women and 26 percent for men). And while the educational attain-
ment of successive age groups of Qatari women has steadily improved, 

3 The reason for reporting figures for persons age 25 and older is to focus on completed 

schooling levels.
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it is not clear that this is true for the men. In fact, the percentage of 
men pursuing post-secondary studies declined sharply for the younger 
cohorts—42 percent of men age 40–44 pursued post-secondary edu-
cation while only 26 percent of men age 25–29 did. The clear implica-
tion of these results is that the educational attainment is trending in 
opposite directions for men and women, with women becoming better 
educated over time while men’s level of education declines.

Economy and Industry

Qatar is one of the world’s wealthiest countries, and its economy has 
grown dramatically over the past few years. Recent data put Qatar’s 
per capita income at $50,600, the highest rate among the GCC 
member states (Institute of International Finance, Inc., 2006) and a 
figure that would be even higher if expatriates were excluded from the 
calculation.

Oil and gas account for more than 60 percent of the gross domes-
tic product, roughly 85 percent of export earnings, and 70 percent of 
government revenues (Central Intelligence Agency, 2007). In 2003, 
Qatar’s average output of crude oil was 750,000 barrels per day (Qatar 
Ministry of Foreign Affairs, undated). Proven oil reserves should ensure 
continued output at current levels for approximately 23 years (Central 
Intelligence Agency, 2007).

The same year that Qatar became independent, vast natural gas 
reserves were discovered in northern Qatar. In the 1990s, Qatar began 
exploiting its offshore natural gas reserves in the North Field, one of 
the world’s largest natural gas fields (U.S. Library of Congress, 1994). 
Qatar’s proved reserves of natural gas exceed 25 trillion cubic meters, 
which is more than 5 percent of the world’s total and the third largest 
reserve in the world (Central Intelligence Agency, 2007).

Before Qatar began exploiting its natural gas fields, its wealth 
depended heavily on oil revenues, making it vulnerable to fluctuations 
in the foreign market. Qatar’s leaders have long recognized the need to 
develop industrial capabilities to reduce the country’s dependence on 
oil revenue (Nafi, 1983). Revenues from crude oil exports have been 
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used to fund a range of development projects within the country. In 
the 1970s, industries were developed in petrochemicals, chemical fer-
tilizers, natural gas liquids, and steel. In 1974, the Qatar Steel Com-
pany Limited came into being after Qatar and two Japanese companies 
agreed to produce reinforcing steel bars for export. The Qatar National 
Cement Company had already been established in 1965 and had 
begun production in 1969. Both of these manufacturing enterprises 
were developed to produce exports, but they also provided building 
materials to support the intensive local construction efforts that began 
in the 1970s (Nafi, 1983). In addition, the government has encouraged 
and subsidized investment in medical services and tourism.

Qatar’s economy is expected to continue to grow and diversify. 
However, this may have little effect on the post-secondary education 
choices of Qataris because of established employment practices and 
incentives.

Employment

As discussed earlier, non-Qataris make up the bulk of Qatar’s popula-
tion. Table 2.4 shows that they make up the bulk of the labor force as 
well: 84 percent, compared with 48 percent for Qataris.4 The table also 
shows that Qataris are more likely than non-Qataris to be students 
(which accords with the fact that expatriates are predominantly in the 
country to work) and that Qatari men are more likely than Qatari 
women to be in the labor force. Nearly half of Qatari women are not 
in the labor force, a statistic reflective of a society in which women’s 
traditional role is in the home.

Data from the Planning Council’s 2001 survey of the labor force 
indicate an unemployment rate of around 12 percent: 22 percent of 
women, and 7 percent of men (Planning Council, 2002). Unem-
ployment is concentrated among those seeking work for the first 
time, which means that young people are the group most at risk. The

4 The labor force is defined as those persons age 15 and over who are currently employed or 

are currently unemployed and actively looking for work.



Overview of Qatar and the Policy Context    17

Table 2.4

Labor Force Participation of Qataris and Non-Qataris 
Age 15 and Over, by Gender

Percent

In 
Labor Force

With Student 
Status

Not in 
Labor Force

Qataris

Males 68 20 12

Females 29 24 48

Total 48 22 30

Non-Qataris

Males 95 4 1

Females 47 11 42

Total 84 5 11

All males 92 6 2

All females 41 15 44

Total 77 9 14

SOURCE: Planning Council, 2005.

unemployment rate for those previously employed is only 1 percent, 
the lowest rate in the Gulf Region for this group (Planning Council, 
2005).

Qatar’s four main employment sectors are as follows:

The government sector, which consists of ministries and other 
exclusively government institutions, such as the military and 
government councils.
State-owned enterprises, which are entities fully owned by the 
state. Some of these operate with independent budgets; others 
receive their budgets directly from the government. One exam-
ple is Qatar Petroleum Corporation.
The mixed sector, which consists of establishments owned 
through a partnership between the government and a local 
national or foreign entity. One example of such an establish-
ment is Qatar Airways, which is 50 percent state owned and 50 
percent privately owned.

1.

2.

3.
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The private sector, which comprises establishments privately 
owned and operated. In some industries, private enterprises 
must be at least 51 percent Qatari owned.5

Table 2.5 shows the distribution of Qatari employment by occu-
pation and sector. As can be seen, Qataris make up only about 11 per-
cent of the total workforce and are mainly employed in the government 
sector (about 77 percent of all employed Qataris are in this sector). 
One important trend that shows up here is that only about 4 percent 
of Qatari workers were employed in the private sector in 2004, and 
this number was down from 10 percent in 1998. Furthermore, only 2 
percent of Qataris were self-employed or ran businesses in 2004, down 
from 6 percent in the mid-1980s (Planning Council, 2005). Non-
Qataris make up the bulk of the labor market in all sectors and consti-
tute 99 percent of the private sector, which employs three-quarters of 

Table 2.5
Qatari Employment, by Occupation and Sector, 2004

Percent in Sector

Occupation Govt.
Govt. 

Enterprise Mixed Private All

Senior official, manager 5 1 0 2 8

Professional 22 3 1 0 26

Technician 11 3 1 0 16

Clerk 16 4 1 1 22

Sales and service worker 8 1 0 1 10

Craftsman 0 0 0 0 0

Plant operator 1 1 0 0 2

Elementary worker 2 1 0 0 3

Total number of Qataris 38,936 6,661 2,457 2,228 50,282

% of all Qatari workers 77 13 5 4 100

% of all workers 50 27 20 1 11

SOURCE: Planning Council, 2005, Table 2.10.

5 The industries in which private enterprises must be 51 percent owned by Qataris are agri-

culture, tourism, health services, education services, oil- and gas-related services, wholesale 

and retail trade, and finance. Also falling under this rule are enterprises acting as agents for 

foreign companies (Planning Council, 2005).

4.
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the labor force and is the focus of diversification and expansion. What 
is evident from the data is that Qataris and non-Qataris essentially 
work in different labor markets.

Qataris and non-Qataris also work in different industries. Table 
2.6 shows that Qataris tend not to work in agriculture, fishing, con-
struction, trade, tourism, and domestic services. Rather, their employ-
ment is concentrated in public administration and defense and in edu-
cation. Qatari women who work outside the home have traditionally 
been employed as teachers, nurses, and clerks. Gender segregation in the 
workplace is still common in education and government workplaces, 
but there is much less gender segregation in private workplaces.

Qataris have historically found employment in the government 
sector to be more attractive than employment in the private sector for 
several reasons. Qataris prefer not to work in jobs that involve manual 
labor; when they work in the private sector, they almost always do so 
in a managerial capacity (Winckler, 2000). The government jobs also 
provide greater total compensation—Qataris are paid a salary based 
on their level of education and are provided with benefits (e.g., interest-
free mortgages to build houses on government-provided land, retire-
ment pensions). In addition, Qataris are guaranteed that there will be 
a job for them in a government ministry when they graduate from 
secondary school or university. If they lose their government job, they 
continue to receive their salary and benefits until a comparable gov-
ernment job is found. Government offices have shorter working hours 
than other establishments and are generally open from 8 a.m. until 
1 p.m. Government positions have historically also garnered more pres-
tige than comparable jobs in the private sector, and the competition 
inherent to the private sector is absent in the government workplace. A 
common sentiment among employers in the private sector is that expa-
triates simply are better educated and trained (Gause, 1994) and are 
willing to work for lower wages.

The results of a survey of unemployed Qataris confirm the exis-
tence of a bias against private-sector work. For example, among the 
reasons cited by Qatari men for not accepting a job in the private or 
mixed sector were low wages (50 percent), undesirable hours of work 
(31 percent), and low social status (19 percent). Women cited their con-
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Table 2.6
Employment, by Industry, 2004

Percent in Industry

Industry

Females Males Overall

Qatari Other All Qatari Other All Qatari Other All

Construction 0 1 1 1 34 31 1 30 27

Wholesale and retail trade 0 4 3 2 15 14 1 14 12

Domestic services 0 60 46 0 7 6 0 14 12

Public administration and defense 29 4 10 66 7 13 55 7 12

Manufacturing 0 1 1 2 12 11 1 10 9

Education 53 9 19 5 2 2 19 3 5

Mining and quarrying 2 2 2 10 4 5 8 4 4

Transport, storage, communications 1 4 3 2 4 3 2 4 3

Real estate, renting, business 0 1 1 1 3 3 1 3 3

Health and social work 9 10 10 2 1 1 4 2 3

Hotels and restaurants 0 1 1 0 3 3 0 3 2

Agriculture, hunting, forestry 0 0 0 0 3 3 0 3 2

Other commercial, social, personal 1 2 2 3 2 2 3 2 2

Financial intermediation 2 2 2 1 1 1 2 1 1

Electricity, gas, water 1 0 0 4 1 1 3 1 1

Fishing 0 0 0 0 1 0 0 0 0

Totals (absolute numbers) 15,163 49,295 64,458 35,119 337,984 373,103 50,282 387,279 437,561

SOURCE: Planning Council, 2005, Table 2.12.

NOTE: Percentages subject to rounding errors.
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cern about working in a mixed-gender environment (76 percent), low 
social status (53 percent), and, to a far lesser extent, low wages (18 per-
cent) (Planning Council, 2002).

The government has initiated several “Qatarization” programs to 
increase the number of Qataris in the workforce. According to Qatari 
Labor Law No. 3 of 1962, a vacant position in the workforce must 
be offered to a Qatari before it is offered to anyone else. If no Qatari 
takes the position, it can be offered to a non-Qatari Arab and then to 
a non-Arab foreigner (Article 10, as reported in Winckler, 2000). In 
the early 1970s, a decision was made to Qatarize administrative posts 
in the government sector; by the 1990s, 96 percent of the top school-
administrative positions were held by Qataris. In May 1997, the Emir 
decreed that private-sector businesses must ensure that at least 20 per-
cent of their employees are Qataris (Winckler, 2000). According to an 
industry-wide Strategic Qatarization Plan, the Qatarization target for 
the energy industry was a 50 percent national workforce by the end 
of 2005. This plan went into effect on June 1, 2000, and is the most 
comprehensive Qatarization plan in the state’s history. Employers now 
compete for Qataris who have developed specific skills in high-demand 
fields, such as engineering and finance. However, a recent analysis indi-
cates that Qatarization policies aimed at boosting the national work-
force are not working, partly because of the education system’s limited 
ability to produce Qataris trained for high-productivity jobs (Planning 
Council, 2005).

Summary

Qatar’s leadership envisions moving the nation toward a 21st century 
knowledge society in which citizens participate fully in the economy 
and society. Other goals are to streamline the public sector, diversify 
the economy to develop other industries, and generally expand the 
private sector (Planning Council, 2005). The leadership realizes that 
education is crucial to realizing what it envisions, and has made great 
strides in bringing about the reform of the K–12 education sector and 
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expanding opportunities for quality post-secondary education in Qatar 
and abroad.

However, as outlined in this chapter, there are a number of evi-
dent barriers, the most noteworthy being

The K–12 education system is weak, and students are not ade-
quately prepared for post-secondary education. The effects of the 
K–12 set of reforms currently under way will take a long time to 
manifest themselves. At the post-secondary level, Qatar Univer-
sity is embarking on its own set of reforms, and the Education 
City campuses are a relatively new venture.
Qatari nationals make up only 11 percent of the total labor force, 
making Qatar highly dependent on a growing expatriate work-
force to fill the many managerial and professional positions out-
side of the government sector and to populate nearly all jobs in 
the private sector.
Qataris prefer to work in the public rather than the private sector, 
especially in government jobs, which provide higher salaries and 
benefits, shorter working hours, job security, and protection from 
competition with expatriates better qualified than they are.
Qatari women are higher academic achievers than are Qatari 
men, but are less likely to pursue career employment. Most Qatari 
women work in the education profession. Qatari men lack the 
qualifications to replace non-nationals in high-skilled, high-
demand occupations and yet have high expectations of being 
employed in well-paying, secure jobs.
Qatarization policies to re-direct Qatari participation in the 
labor force are not working as well as intended. For example, the 
number of Qataris who can work in the private sector is still lim-
ited by Qataris’ lack of qualifications and willingness.

It is essential that as the Qatari leadership considers how to 
broaden and expand post-secondary education, especially in key areas 
of economic expansion, it take into account the fact that historical 
preferences for certain types of employment and labor market policies 
create strong incentives to maintain the status quo.

•

•

•

•

•
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CHAPTER THREE

Skill and Occupational Demands

Qatar’s economic development and social development together pres-
ent many opportunities for Qataris to assume important roles in soci-
ety. Because of the relatively small number of Qataris—the indigenous 
population is estimated to be about one-fourth of the state’s 850,000 
residents—it is especially important to identify the career fields and 
skills that are in demand now and will be in demand in the future. We 
considered the needs of employers, the preferences of young people, 
and independent research on Qatar’s future economic and social devel-
opment in order to identify skills, career fields, and occupational levels 
likely to be in highest demand. We saw this as a first step toward deter-
mining whether Qatar’s current post-secondary offerings are adequate 
or new investments will be needed.

This chapter addresses the demand for skills and occupations in 
Qatar and the education and training needed to meet that demand. 
First, we describe the demand in the Qatar economy as a whole and 
summarize the employment patterns for Qataris using the most-recent 
data available (Planning Council, 2005). We then present data from the 
employer interviews we conducted in a discussion of employers’ skill 
needs. Next, we outline the levels of education and training that might 
be needed to create the skills that are in demand. We then turn to the 
types of jobs that young Qataris are engaged in or aspire to have, using 
data from our surveys of young people who graduated from secondary 
school in 1998 and secondary school seniors. Our question here is, Do 
their patterns of education and employment—or their aspirations for 
education and employment—reflect current and future demand?
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Current and Future Needs

The Planning Council’s 2005 report, which used 2004 census data for 
Qatar, adopted a Qatar-specific instrument, the Manpower Require-
ments Simulation Model (MRSM), to identify recent trends in employ-
ment and education changes and to offer insights into what the future 
will be like if recent trends persist.1 Early application of the MRSM 
indicated that, based on recent trends, most of the increased employ-
ment for Qatari males will be in the professional, technician, and sales 
and service worker occupations.2 Much of this increase has been in the 
government sector, mainly in public administration, but with some 
gains in government enterprises. For Qatari females, the pattern is sim-
ilar. The employment of Qatari female clerks in public administration 
has increased substantially, but substantial increases are also evident in 
professional jobs for females in the government sector, evenly divided 
between public administration and education.

A forecast of future employment growth (Planning Council, 
2005) based on “hot spots”—promising employment opportunities for 
Qataris—suggested that:

For Qatari men, the prime source of employment for new entrants 
into the labor market will be in public administration, the oil and 
gas industry, and the electricity, gas, and water utilities.3 Qataris 
will continue the trend of replacing non-Qataris in existing jobs, 
provided that they acquire the necessary education and skills.

1 The Planning Council (2005) report notes that the MRSM is already in need of an 

update and has some data limitations and deficiencies that weaken the accuracy of forecasts, 

in some cases by 20 percent. The Planning Council is expanding the model to include esti-

mates for more-detailed occupational classifications.

2 The Planning Council’s analysis used the International Standard Classification of Occu-

pations 88 (ISCO-88) occupational codes. For example, “professional” includes teachers, 

architects, and scientists, whereas “sales and service” includes hairdressers, police, and child-

care workers. Additional information can be found in Elias and Birch, 1994, and on the 

International Labour Organization’s ISCO-88 Web site: http://www.ilo.org/public/english/

bureau/stat/isco/isco88/index.htm.

3 This analysis incorporates only very broad occupational categories and is based on growth 

of Qatari and non-Qatari employment between 1997 and 2004.

•

http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
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Qatari women have prospered in public administration and as 
clerks in many industries, and there is scope for them to continue 
to do so. They will also benefit from growth in the education and 
health sectors; they have been successful in securing jobs as teach-
ers and school administrators.
Although the private sector is growing rapidly, it does not appear 
to be a fertile source of desirable employment opportunities for 
Qatari men and women. The reason for this, as discussed in 
Chapter Two, is that Qataris are not attracted to or are not quali-
fied for the available jobs. Similarly, although Qatar is promoting 
the tourism and hospitality industry, Qataris show a lack of inter-
est in working in this sector.

The formal employer interviews undertaken in this study pro-
vided more-specific information about occupational and skill needs. 
Table 3.1 identifies the occupational needs that employers mentioned, 
organized by the main occupational categories of the ISCO-88.4 The 
data vary quite a lot in terms of specific jobs within these broad occu-
pational categories. For example, Qatar Petroleum needs technicians 
and engineers, while the Hamad Medical Corporation needs medical 
professionals, especially doctors and nurses.

Most of the occupations mentioned as being in demand are in 
mid-level or higher positions in specific technical areas. Only two 
employers, both government organizations, said they have a need for 
more clerical workers. Except for the Qatar Armed Forces, all employ-
ers said they have difficulty finding qualified candidates for high-
demand occupations.

A few occupations appear to be in demand across two or more 
organizations: information and communication technology (ICT) spe-
cialists, administrators and managers, engineers, customer service rep-
resentatives, security specialists, and finance. If we include the informal 
interviews we conducted in our tally, engineering and administrator/

4 Responses that could not be classified are shown as “other.” The Ministry of Civil Service 

Affairs and Housing (MoCSAH) is not included in Table 3.1 because the interviewees did 

not provide information on occupational demands.

•

•
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Table 3.1
Occupational Needs Mentioned by Employers
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Professional occupations

School support specialist √

Curriculum specialist √

School evaluation specialist √

Student assessment 
specialist

√

Teacher √

IT specialist √ √ √

Engineer √ √

Physician √

Ph.D. researcher √

Human resources 
professional

√

Nurse √

Technicians and associate 
professionals

Technician √

Finance √ √

Marketing √

Security √ √

Administrator/manager √ √ √ √ √ √ √

Clerks

Clerk/secretary √ √

Sales and service workers

Sales √

Customer service rep √ √

Bank teller √

Hostess √

Other √

Specialist and expert 
(unspecified)

√ √
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manager are the unfilled occupations mentioned most often. Overall, 
the interview data align with the Planning Council study in pointing 
to demand in the “professional” and “technician and associate pro-
fessional” occupational categories and, specifically for women, in the 
“clerical” occupations.

We also asked employers about specific skill needs. Following the 
broader literature on skills (e.g., Secretary’s Commission on Achieving 
Necessary Skills, 1991; Stasz, 2001; Stasz et al., 1996), we viewed skills 
as falling within four broad categories:

Academic, or “cognitive,” skills. These are generally associated 
with subject-matter areas defined by the various school disci-
plines, such as English, Arabic, history, and science. Knowl-
edge about these subjects is primarily gained in school and is 
expected to be broadly transferable to situations and circum-
stances outside of school.
General, or “generic,” skills. These include critical thinking 
skills, communication skills, and teamwork skills. Like the aca-
demic skills, they are thought to be broadly transferable across 
work settings, although they can take on different meanings in 
different work contexts.5

Technical skills. These are specific skills needed in a particular 
occupation and may include references to academic skills (e.g., 
the statistical knowledge needed by researchers), or to knowl-
edge of certain tools or processes (e.g., such as ICT skills).
Work-related attitudes or dispositions. These “soft skills” are 
perhaps the most difficult to define, because there is no accepted 
way to conceptualize them. They often refer to such personal 
characteristics as working hard, showing initiative, and taking 
responsibility.

Table 3.2 depicts the skills that employers mentioned within these 
four broad categories. The results indicate a high demand for English 

5 Problem solving, for example, is a general term that represents a particular competency, 

but the process itself varies with different tasks or situations (Stasz, 2001).

1.

2.

3.

4.
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Table 3.2

Skill Demands Mentioned by Employers
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Academic

English √ √ √ √ √ √ √ √

Math skills √ √

Science skills √ √ √

Generic

Communication √ √ √

Teamwork skills √ √

Creativity √ √

Analytic/critical thinking √ √ √

Technical

Student assessment √

Computer skills √ √ √ √

Knowledge of ICT sector √ √ √

Research skills √ √

Marketing √ √

Business/management √ √ √

Finance/accounting √ √

Customer service skills √ √

Technical skills (unspecified) √ √ √ √

Security professional skills √ √

Curriculum design √ √

School support √

Attitudes and dispositions

Interpersonal skills √ √

Loyalty/commitment √ √

Work habits √

Good attitude √ √ √ √ √ √ √ √

Willingness to learn √ √ √ √

Hard working √
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language skills, in both the private and the broader government sector. 
They also indicate that two or more employers needed people with 
basic mathematics and science skills, and two or more were looking for 
applicants with communication skills, teamwork skills, and creativity. 
Of the technical, specialized skills needed, ICT-related skills were the 
most mentioned, followed by critical thinking/analytic skills, business 
administration and management skills, and clerical skills. At least two 
organizations mentioned skill needs in research, marketing, finance/
accounting, and security. Not surprisingly, nearly all of the organiza-
tions indicated that they value employees who have a good work atti-
tude, and three mentioned a willingness to learn as important. Two 
indicated that loyalty to the company and commitment are needed.

By and large, the employers we interviewed were not satisfied with 
the quality of skills possessed by Qatari secondary school and univer-
sity graduates. Most employers viewed Qatari graduates’ English skills 
as poor, and about half complained about poor communication skills. 
Poor technical skills were also frequently mentioned.

Employers noted that Qatari graduates had poor work attitudes as 
well, and some specifically mentioned lack of loyalty or commitment 
to the company. Loyalty was particularly an issue for employers that 
had invested in employee training and then had the employees leave 
for organizations offering better pay and benefits.6 It was also an issue 
for employers working toward Qatarization targets, since any Qatari 
leaving the organization would be a setback.7 At least one organization, 
however, claimed that employees who left for better positions were not 
a problem—it saw itself as contributing to the skills of the country’s 
citizens no matter where those citizens worked.

According to the employers, the work attitudes of Qataris and 
non-Qataris differ. Employers mentioned that Qatari employees exhib-
ited an unwillingness to work in shifts (especially on evening shifts) or 

6 Employers and employees, of course, may have different values with respect to “soft 

skills.” From the employee’s perspective, for example, leaving a company for a better position 

elsewhere may simply be a rational career choice.

7 As discussed in Chapter Two, Qatarization refers to a set of labor-market policies and 

programs for increasing the employment of nationals and regulating the use of expatriate 

workers.
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outside Doha, as well as lack of enthusiasm or motivation for the job. 
In addition, Qataris expected to be given a management or supervi-
sory position regardless of their experience or qualifications. One inter-
viewee noted that Qatari men were sometimes unwilling to work for 
female supervisors. And two noted that Qataris tended toward shyness, 
which sometimes made them reluctant to work in jobs dealing with the 
public.

Implications for Education and Training

The results from the Planning Council research and from our employer 
interviews suggest that there will be a high demand for university 
graduates for jobs in the professional category (e.g., teachers, physi-
cians, positions related to specialized education) and for many jobs 
in the technician and associate professional category (e.g., marketing, 
finance, business administration). Other jobs, such as secretarial posi-
tions, security workers, or hostesses, can be filled by secondary school 
graduates or individuals with post-secondary diplomas or technical 
qualifications. In many cases, these technical qualifications will be 
earned as part of employer-sponsored training (such as are offered by 
Qatar Petroleum or Hamad Medical Corporation).

The broad demand for English and ICT skills suggests that these 
skills need to be provided either as part of the core curriculum in schools 
and at university or by organizations that specialize in teaching them. 
The K–12 education reform currently under way in Qatar emphasizes 
English language learning and incorporates new curriculum standards 
and assessments for it. Use of ICT in schools is also growing, especially 
in the new, Independent schools (Brewer et al., 2007).

Generic skills, such as critical thinking/analytic skills could also 
be advanced in schools. Both the curriculum reform currently under 
way in secondary schools and the new core curriculum that is to be 
established at Qatar University are designed to enhance these types of 
skills (Qatar University, 2006).

Improving the soft skills—i.e., attitudes and disposition toward 
work—within Qatar’s traditional education system may prove to be the 
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most difficult of the tasks in this area, however. Research suggests that 
it is possible to teach positive work-related skills and attitudes within a 
secondary school curriculum, but new curriculum or program designs 
and specialized teacher training would be needed first (e.g., Stasz et al., 
1993).

Some “soft” skills, such as loyalty to an employer or being moti-
vated at work, may be individual characteristics or behaviors that are 
difficult to change through an educational intervention. As discussed 
in Chapter Two, most Qataris work in the government sector, where 
current employment policies provide good benefits, job security, and no 
performance-based rewards or penalties. In these circumstances, there 
is little reason for employees to work hard, show initiative, or even take 
their work seriously. As noted in the previous section, some employers 
we interviewed complained that lack of motivation or enthusiasm is 
endemic among Qataris, particularly among Qatari men. Changes in 
employment policies and practices may be needed if the motivational 
and attitudinal problems that concern many employers and ultimately 
affect productivity and performance are to be mitigated.

Employers in this study echoed other research (Brewer et al., 
2007) in noting shortcomings in the skills of both secondary school 
and university graduates. Two employers, however—the Qatar Armed 
Forces and the Sheraton Hotel Doha—were generally satisfied with the 
basic skills of secondary school graduates.

It is not unusual to find that employers in Qatar are dissatisfied 
with the skills of graduates—the same result can be found in studies of 
employers in many other countries. One common strategy for raising 
employer satisfaction and increasing the likelihood that graduates will 
be prepared for work is to forge formal relationships between educa-
tion institutions and employers. These can take different forms, such 
as employer representation on advisory boards, input into curriculum 
development, and sponsorship of interns or work schemes (e.g., Bailey, 
Hughes, and Moore, 2004; Organisation for Economic Co-Operation 
and Development, 2000).

Some Qatari employers, like those in other countries, have direct 
links with the education system; Qatar Petroleum, for example, has 
connections with the College of the North Atlantic and with Qatar 
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University through an advisory board and sponsorship of students. 
Data from providers of post-secondary education, however, indi-
cate that several of them have no formal relationships with employ-
ers. Recent studies conclude that with notable exceptions (e.g., Qatar 
Petroleum), overall links between education and the labor market are 
weak (Planning Council, 2005; Brewer et al., 2007). Even if individual 
relationships between employers and education institutions were more 
widespread, Qatar presently has no mechanism for producing the coor-
dination among labor and education planning authorities that is essen-
tial for joint guidance of workforce development (Planning Council, 
2005).

Whether they are satisfied with graduates’ skills or not, nearly 
all organizations in our study have invested in formal and informal 
training, and this training has been quite extensive in several cases.8

Because most Qataris work in the public sector, an issue of importance 
for Qatar is the cost of this training. Qatar provides free education to 
citizens up through university level. Unlike other countries, Qatar also 
supports further job-related training in its large government and public 
enterprise sectors. In other countries, it is typical for employers or indi-
viduals to bear some or all of these job-related training costs.

In sum, like many other countries, Qatar recognizes the key rela-
tionship between education and economic development, and is aiming 
to increase educational opportunities for its citizens. We have so far 
identified some occupational and skill demands, a few of which are 
well recognized and can be met through educational intervention. 
Chapter Five examines the question of whether the current set of post-
secondary institutions or opportunities is sufficient for meeting 
demands. However, the supply of skills also depends on Qataris’ edu-
cation and occupational choices, which is the issue we turn to next.

8 For example, at Qatar Petroleum, a graduate of Qatar University’s engineering program 

can expect to receive up to six more years of structured training and work experience before 

becoming fully qualified.
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Patterns of Education and Employment

The data from our study provide two important perspectives on pat-
terns of education and employment—that of young people who gradu-
ated from secondary school in 1998, and that of 18-year-old secondary 
school seniors set to graduate in 2006. The data from the 1998 group 
illuminate the transition from secondary school to higher education 
and work; the 2006 group’s data reveal seniors’ education and employ-
ment aspirations. These data allowed us to determine whether recent 
choices and future aspirations generally align with economic demand, 
but they did not provide robust estimates about over- or under-supply. 
However, our survey data supplemented available census information 
by providing insights into the reasons behind education and employ-
ment choices and aspirations. Understanding what individuals value 
when making decisions about education and work can help policymak-
ers craft the incentives that will be effective in increasing educational 
pursuits toward high-demand occupations. This section looks at tran-
sitions and expected transitions for our two groups overall. Chapter 
Four focuses further on those individuals who neither pursue nor plan 
to pursue post-secondary education, because this group is of particular 
concern to policymakers.

What Do Young Qataris Do After Secondary School?

Patterns of Post-Secondary Education. Our survey of Qataris 
who graduated from secondary school in 1998 indicates that most 
young people in this group, or cohort, pursued some type of post-
secondary education: two-thirds acquired some post-secondary educa-
tion and over half attained a university degree. Women were much more 
likely than men to pursue their education beyond secondary school, 
including earning a university degree—79 percent of the women in 
the sample had some post-secondary education, compared with 52 per-
cent of the men (p < .01), and over 70 percent of the women earned a 
university degree, compared with only 30 percent of the men (p < .01). 
These results are in line with the census data reported in Chapter Two, 
which demonstrate that women pursue more education than men do 
overall.
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Decisions about pursuing post-secondary education and fol-
lowing particular courses of study have important implications for 
the labor market because they affect the types of skills held by the 
college-educated segment of the labor force. Figure 3.1 shows the fields 
of study for those individuals in the 1998 cohort who sought post-
secondary education (35 men and 39 women, equivalent to 79 percent 
of the total sample).

Of the males who sought post-secondary schooling (N = 35), 40 
percent studied computers or engineering, and about 23 percent stud-
ied either business or law. Of the males in the “other” category, 23 
percent went into military-related fields and some technical areas (e.g., 
process technician).

The females in the 1998 cohort who pursued a post-
secondary education (N = 39) were more likely than the males to go 
into the humanities and arts and education. In fact, no male reported 
that he studied education, even though the field is open to men. 

Figure 3.1
Fields of Study Pursued in Post-Secondary Education, 1998 Cohort
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However, about 15 percent of the women studied computers and engi-
neering, and about 13 percent studied business.

What men and women choose to study at the post-secondary 
level has important implications. As previously discussed, employers 
are looking for employees with specific skills, and there is a direct con-
nection between the field of study that a post-secondary student pur-
sues and the types of skills that person brings to the labor market. 
For example, many employers expressed a desire for university gradu-
ates with technical skills, which means there is a need for more gradu-
ates in engineering, mathematics, science, ICT, and the like. Although 
40 percent of the men in the cohort who went on to post-secondary 
schooling pursued computers or engineering, the proportion who fell 
into the “other” category was substantial. Women, who are more likely 
than men to pursue a post-secondary education, are most likely to earn 
degrees in education. These data suggest that, given employers’ rela-
tively high demand for technical skills, the deficit in these skills will 
remain unless more men earn college degrees in technical fields and/or 
more women switch their field of study to the technical field.

Patterns of Employment. When we looked at the patterns of 
employment for the cohort of 1998 graduates, we found that the 
majority of individuals were working for government ministries or in a 
government enterprise. As Table 3.3 shows, considerably more women 
than men were working in the ministries (72 percent compared with 
49 percent; p = .06), whereas men’s employment was more equally dis-
tributed between the ministries and government enterprises. Only 28 
percent of the women were working in government enterprises, com-
pared with 42 percent of men, although this difference is not statisti-
cally significant (p = .25).

Regardless of gender, very few individuals in this sample were 
working outside of the ministries or government enterprises. If the pri-
vate sector is to play an increasingly important role in Qatar’s economy, 
the lack of young Qataris willing to work in the private sector and pos-
sessing the skills to do so is a concern.

We asked those surveyed to report their most recent occupation 
and then categorized the results using occupational codes similar to
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Table 3.3
Current Employment, 1998 Cohort, by Type of Organization and Gender

Type of Organization 

Percent Currently Employeda

Female Male Overall

Government ministry 72 49 61

Govt.-owned company 28 42 35

Private companyb 0 2 1

Other 0 7 3

Sample size 25 43 68
a

Weighted to reflect proportion of men and women in the population for the 
1998 cohort.
b

Includes private charitable organizations and private businesses, family owned 
or otherwise.

those used in the recent Planning Council study.9 Table 3.4 shows the 
results. As can be seen, a fifth of the men in the sample reported their 
most recent job as a professional occupation, and 18 percent had most 
recently worked in the military or police. About 15 percent reported their 
most recent job as clerk or associate professional (e.g., legal researcher, 
inspector). Only 9 percent indicated technician or operator.

Some of the jobs held by men were not held by any women in this 
sample (e.g., being in the military or police). The highest percentage of 
women in this cohort (44 percent) reported that their most recent job 
was as a teacher, a job reported by only 4 percent of the men (p < .01). 
Gender differences for the other occupational categories were smaller. 
Women were more likely than men to work as clerks and a little less 
likely than men to hold jobs in the professional occupations. The per-
centages of women and men working as associate professionals were 
similar, 11 percent for women and 13 percent for men.

To help understand why the 1998 graduates pursued the level of 
education they did, we asked them the level of education needed for 
their most recent occupation. Fifty percent of the women and 28 per-
cent of the men responded that their job required a university degree 

9 We used the ISCO-88 classification scheme (details of the coding are provided in Appen-

dix A). Although ISCO-88 categorizes police as service workers, we chose to combine police 

with the military because these occupations are government positions found attractive by 

Qatari men who do not want to pursue post-secondary schooling.
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Table 3.4
Most Recent Job Held, 1998 Cohort, by Gender

Percent Holding Job

Most Recent Job Female Male Overall

Associate professional 11 13 12
Clerk 19 16 17

Elementary worker 0 4 2

Legislator/senior officer 4 4 4

Military/police 0 18 9

Operator 0 9 4

Professional 15 20 17

Service worker 0 2 1

Teacher 44 4 25

Technician 7 9 8

Sample size 27 45 72

NOTE: Rounding prevents columns from totaling 100 percent.

(p = .06). This disparity partly stems from the large percentage of 
women who go into teaching. Over 60 percent of women with a uni-
versity degree listed teacher as their most recent job. In contrast, 14 
percent of women and 42 percent of men indicated that they worked 
in jobs requiring only a secondary school diploma (p < .01).

Job Characteristics That Matter. Earlier we noted possible mis-
matches between the pattern of employment among Qataris who 
graduated in 1998 and labor market demands. These graduates over-
whelmingly are working in government ministries and government 
enterprises, and government policy and labor market forecasts indicate 
that more Qataris should be working in the private sector. An under-
standing of the reasons behind this mismatch may help policymakers 
develop incentives for individuals to make choices that better align with 
labor market needs. To gather information on these reasons, we asked 
those members of the 1998 cohort who were or had been employed to 
rate how important a number of job characteristics (e.g., salary, ben-
efits, challenge of work) had been to their choice of job/career. Table 
3.5 shows the results. 

According to both the men and the women, the most important 
job characteristic is making one feel respected and appreciated, fol-
lowed by job security and opportunities for career advancement. Both



38    Post-Secondary Education in Qatar

Table 3.5
Importance of Job Characteristics to Choice of Job or Career, 1998 Cohort, 
by Gender

Characteristic

Means (Rank Order)a

Female Male Overall

Makes me feel respected and 
appreciated

3.82 (1) 3.77 (1) 3.79 (1)

Job security 3.68 (2) 3.53 (4) 3.61 (2)

Opportunities for career 
advancement

3.32 (6) 3.72 (2) 3.51 (3)

Opportunity to contribute to 
society

3.43 (3) 3.53 (5) 3.48 (4)

Opportunity to get more training 3.39 (5) 3.55 (3) 3.47 (5)

Friendly colleagues 3.43 (4) 3.30 (11) 3.37 (6)

Allows time to be with family 3.11 (9) 3.37 (9) 3.23 (7)

Interesting work 3.18 (8) 3.26 (12) 3.22 (8)

Challenging work 3.04 (10) 3.17 (13) 3.10 (9)

Salary 2.71 (15) 3.43 (7) 3.06 (10)

Vacations 3.25 (7) 2.81 (16) 3.04 (11)

Retirement benefits 2.62 (17) 3.37 (8) 2.99 (12)

Other benefits 2.64 (16) 3.34 (10) 2.98 (13)

Housing benefits 2.48 (18) 3.47 (6) 2.96 (14)

Prestige 2.93 (12) 2.85 (15) 2.89 (15)

Not expected to work long hours 2.96 (11) 2.74 (17) 2.86 (16)

Bonuses 2.82 (14) 2.89 (14) 2.85 (17)

Women-only work environment 2.86 (13) 1.84 (18) 2.39 (18)

Mixed-gender work environment 1.39 (19) 1.42 (19) 1.41 (19)

Sample sizeb 28 47 75

a Respondents rated each characteristic as follows: 1, not important; 2, somewhat 
important; 3, very important; 4, extremely important; 0, don’t know. Scores were 
calculated as means after dropping all “don’t know” (0) responses.
b Varies slightly across questions.

genders assigned salary and other monetary benefits middle ranking and 
considered working in a mixed-gender environment unimportant.

However, the importance of a number of job characteristics was 
viewed differently by men and women. Not surprisingly, the difference 
in the average importance of a single-gender work environment was 
sizable, with about 68 percent of the women reporting that a single-
gender environment is very important or extremely important, com-
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pared with only about 25 percent of the men (p < .01). Women saw 
vacations as more important than men did (p < .04). In contrast, men 
saw job compensation in the form of salary and various types of ben-
efits as more important (p < .01).

These results suggest that policies aimed at creating incentives for 
Qataris to pursue particular types of jobs may need to differ for men 
and women. They may also help explain why Qataris are attracted to 
certain types of jobs or organizations. For example, job security was 
ranked highly by both men and women, and government-related posi-
tions are more apt to guarantee job security than are private compa-
nies. A job that allows one time to be with family was also highly rated, 
and government jobs generally have shorter working hours than do 
jobs in the private sector (Planning Council, 2005).

Interestingly, these data in some ways contradict the opinions 
expressed by employers and others we interviewed. Their prevailing 
opinion was that Qatari workers are mainly motivated by high sala-
ries and benefits. However, monetary compensation was only one of a 
number of important job considerations for men in this 1998 cohort, 
and salary and benefits were deemed less important than many other 
characteristics by the women.

What Do Secondary School Seniors Aspire to?

We now turn from the secondary school graduates to secondary school 
seniors—a sample of 18-year-olds (N = 260) leaving secondary school 
in 2006 who were making decisions about their future education and 
employment. First, we asked these students to tell us what influenced 
their decisions about what do after graduating from secondary school, 
factors such as advice from parents and the availability of scholarships 
and jobs. Table 3.6 shows the results. As can be seen, for both gen-
ders, the factors cited as most important in making post-secondary 
plans were parental advice and religious beliefs: Advice from a parent 
was considered very or extremely important by 98 percent of students, 
and religious beliefs were cited by 96 percent. These factors were more 
important on average than personal interests, kinds of jobs open to 
the student, and societal expectations. The two least important factors 
cited were advice from friends and other family members.
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Table 3.6
Factors Affecting Post-Secondary Plans, 2006 Cohort, by Gender

Factor

Means (Rank Order)a

Female Male Overall

Personal interests 3.47 (3) 3.34 (4) 3.41 (4)

Advice from father or mother 3.58 (2) 3.79 (1) 3.68 (2)

Advice from other family members 2.67 (8) 2.81 (8) 2.74 (8)

Advice from friends 2.47 (9) 2.49 (9) 2.48 (9)

Religious beliefs 3.78 (1) 3.74 (2) 3.76 (1)

Societal expectations 3.11 (5) 3.18 (6) 3.14 (5)

Enjoyment of learning and school 2.98 (7) 2.88 (7) 2.93 (7)

Kinds of jobs that are open to you 3.45 (4) 3.48 (3) 3.47 (3)

Whether you get a scholarship 2.98 (6) 3.20 (5) 3.09 (6)

Sample sizeb 151 103 254
a Respondents rated each characteristic as follows: 1, not important; 2, somewhat 
important; 3, very important; 4, extremely important; 0, don’t know. Scores were 
calculated as means after dropping all don’t know (0) responses.
b Varies slightly across questions.

Post-Secondary Educational Aspirations. Most of the female 
seniors (60 percent) were planning to attend university after graduat-
ing from high school; for the male seniors, the figure was smaller (37 
percent) (p < 01). A small percentage of both males and females wanted 
to attend technical college after high school; about 49 percent of the 
males and 15 percent of the females indicated that they would go to 
work right after graduating. Some students were unsure of their post-
graduation plans (7 percent males, 14 percent females), and about 1 
percent of the female seniors said they would remain at home. These 
data indicate that the trend for Qatari females to pursue post-secondary 
education in greater numbers than Qatari men is likely to continue.

However, when the seniors were asked about the preparation they 
would need to get their desired job, about 51 percent of both the males 
and females reported that they would need a university degree (either in 
Qatar or abroad), and an additional 8 percent reported that they would 
need further training. These data do not completely coincide with the 
post-secondary education plans, particularly for the male seniors. It 
may be that the males were aware that post-secondary education was 
necessary for their future careers but were not planning to pursue that 
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education right after high school. They may also have been aware that 
obtaining a job in a government enterprise would lead to further edu-
cation and training, since many jobs include formal course work at 
a technical college. Employers also support post-secondary study for 
promising employees.

Career Aspirations. We asked these students to indicate both the 
type of organization they would like to work in and the kind of job 
they would most like to have. Table 3.7 shows the results for where they 
would like to work. As can be seen, most of the students indicated gov-
ernment or government enterprise organizations. Males overwhelm-
ingly selected the government as their main choice; females showed 
more interest than males in working in private charitable or religious 
organizations (18 percent versus 1 percent) and private companies (6 
percent versus 1 percent) (p < .01).

As we had done with the cohort of 1998 post-secondary gradu-
ates, we asked this cohort of students to write in the type of job they 
would most like to have and coded their responses. Table 3.8 shows 
the results, which cover only a fraction of the cohort because nearly 
three-fourths of the seniors reported that they were unsure about their 
future career. Of those who provided countable responses to the ques-
tion (N = 80), two-thirds of the males indicated that they aspired to 
join the military or police, and 21 percent of the females indicated that 
they aspired to be teachers (p < .01). Both genders indicated very low 
interest in clerical or service worker occupations; females showed more 
interest in professional or managerial jobs (e.g., legislator, senior officer, 

Table 3.7
Desired Type of Employer, 2006 Cohort, by Gender

Percent

Type of Employer Female Male Overall

Government ministry 33 75 54

Government-owned company 27 20 24

Private charity/religious organization 18 1 10

Private company 6 1 3

Unsure 16 3 10

Sample size 133 96 229
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Table 3.8
Desired Occupation, 2006 Cohort, by Gender

Percent

Occupation Female Male Overall

Associate professional 6 7 7

Clerk 3 0 2

Engineer 11 4 8

Legislator/senior officer/manager 23 9 16

Military/police 1 65 33

Professional 33 13 24

Service worker 3 0 2

Teacher 21 2 12

Sample size 45 35 80

chief executive officer). These data suggest that although many females 
aspire to be teachers—a traditional choice for women in Qatar—many 
others aspire to hold professional or managerial jobs.

Job Characteristics That Matter. Table 3.9 shows how the stu-
dents in this cohort responded when asked to rate the importance of 
various job characteristics. As is evident, there was agreement among 
the students on the relative importance of several of these. Working 
in a mixed-gender workplace, prestige, having interesting work, and 
having a job that makes one feel respected and appreciated—all of 
these were considered important by males and females. Both genders 
also indicated that salary was important, although female students 
saw it as somewhat less so than male students (p < .01). Working in a 
women-only workplace (relevant for females only) was viewed as least 
important.

On the importance of other job characteristics, however, males 
and females tended to disagree. Male students were more concerned 
than female students about prestige (p < .05) and monetary benefits, 
such as bonuses, retirement benefits (p < .05), and other benefits (e.g., 
housing) (p < .01). Females rated friendly colleagues and not being 
expected to work long hours (p < .01) as more important than did 
males.

Some interesting differences between the views of these students 
and the members of the older cohort showed up with respect to the
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Table 3.9 
Importance of Job Characteristics to Choice of Job or Career, 2006 Cohort, 
by Gender

Characteristic

Mean (Rank Order)a

Female Male Overall

Makes me feel respected and 
appreciated

3.55 (3) 3.56 (4) 3.55 (3)

Job security 3.44 (6) 3.42 (6) 3.43 (6)

Opportunities for career 
advancement

3.22 (11) 3.08 (14) 3.15 (11)

Opportunity to contribute to 
society

3.27 (9) 3.29 (7) 3.28 (8)

Opportunity to get more training 3.22 (12) 3.11 (12) 3.16 (10)

Friendly  colleagues 3.22 (10) 3.06 (15) 3.14 (12)

Allows time to be with family 3.17 (13) 3.22 (11) 3.20 (9)

Interesting work 3.54 (4) 3.48 (5) 3.51 (5)

Challenging work 3.46 (5) 3.28 (8) 3.37 (7)

Salary 3.37 (8) 3.70 (2) 3.53 (4)

Retirement benefits 2.67 (16) 3.10 (13) 2.88 (16)

Other benefits (e.g., housing) 2.75 (15) 3.24 (9) 2.99 (15)

Prestige 3.58 (2) 3.76 (1) 3.67 (2)

Not expected to work long hours 3.37 (7) 2.72 (17) 3.06 (14)

Bonuses 2.96 (14) 3.24 (10) 3.09 (13)

Women-only work environment 2.59 (17) 2.59 (18) 2.59 (18)

Health benefits 2.57 (18) 2.84 (16) 2.71 (17)

Mixed-gender work environment 3.71 (1) 3.67 (3) 3.69 (1)

Sample sizeb 151 103 254

a Respondents rated each characteristic as follows: 1, not important; 2, somewhat 
important; 3, very important; 4, extremely important; 0, don’t know. Scores were 
calculated as means after dropping all don’t know (0) responses.
b Varies slightly across questions.

working environment (see Table 3.5, above). For example, a women-
only working environment was rated as less important by the younger 
females, who may be entering the labor force next year or in a few 
years’ time, than by the older females: This characteristic was rated 
as very or extremely important by about half of the younger females, 
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compared with 68 percent of the older females.10 Working in a mixed-
gender environment was rated highly by both males and females in the 
younger cohort (rank 3 and rank 1, respectively), whereas the older 
cohort rated it as least important. Relative to their elders, the younger 
cohort rated salary and prestige more highly but were much less con-
cerned with opportunities for career advancement.

Finally, we asked the students to state whether they agreed or dis-
agreed with a number of statements about school and work. Some of 
the statements—e.g., that private-sector jobs are harder than govern-
ment jobs—were included to see whether students’ views differed from 
those of employers and others we had interviewed. Table 3.10 shows 
the results.

The majority of the students appear to agree that a good educa-
tion and good grades are important. A majority also appear to agree 
that good grades are helpful for getting a good job, although males 
were more likely to agree than were females (p < .04). The students 
seem to think that having a university degree makes a person more 
highly regarded but that it is not always necessary to go abroad to get 
the best university education.

Males and females have somewhat opposing views on women in 
the labor force. Ninety-four percent of females and only 53 percent of 
males agreed that women should be able to work outside the home (p < 
.01). Similarly, females were much more likely than males to agree that 
more jobs should be open to women (p < .01).

About three-fourths of students agreed or strongly agreed that 
the best jobs in Qatar are in the government, and 58 percent agreed 
that private-sector jobs are harder than government jobs. However, a 
fair percentage of students, about 20 percent, did not have an opinion 
about work in the private sector. Just over half of the students agreed 
with the statement that who you know is more important in getting a 
job than what you know.

10 Any comparison of the two cohorts’ female responses must be treated with caution. In 

surveying the 1998 cohort, this question was asked only of the women who were attached to 

the labor force. About one-third of the women were not employed at the time of the survey, 

so their views are not represented in the results.
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Table 3.10
Views Toward School and Work by Gender, 2006 Cohort

Statement

Percent Agreeing or Strongly Agreeing 
with Statement

Female Male Overall

It is important to get a good education 95 95 95

Getting good grades at school helps you 
get a better job

90 97 93

You worry about getting a job that you 
will like

85 73 79

You have to go abroad to get the best 
education

43 54 48

People think better of you if you have a 
university degree

76 81 78

A job is not as important as the family 62 59 60

There should be more jobs open to 
women

94 63 79

The best jobs in Qatar are in the 
government (civil service)

71 78 74

People who study a technical field (e.g., 
engineering) can get a high-paying job

77 87 82

Work is harder in private companies than 
in government jobs

55 62 58

To get a good job, who you know is more 
important than what you know

57 54 55

Women should be able to work outside 
the home

94 53 74

Sample sizea 151 103 254
a Varies slightly across questions.

Contrary to what we heard from employers and others we 
interviewed, these young Qataris reported that they are con-
cerned about their grades and see good grades as an aid in getting 
a job. However, many of these students clearly feel that having con-
nections also helps, and perhaps more than having qualifications.

Although a majority of the male students appear to feel that some 
prestige is attached to having a university degree and that studying in 
a technical field can lead to a higher paying job, only about 36 percent 
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indicated that they were headed to university (see earlier discussion), 
and most of those who had decided on a career wanted to join the mili-
tary or police. It appears that although most of the male students rec-
ognize that going to university is important—and employment trends 
point to the importance of university degrees—many decide early on 
to join the labor force without first attaining a post-secondary educa-
tion. This suggests that males may be reading the labor market signals 
correctly, since they know they can find good government jobs requir-
ing no more than a secondary degree. It may also mean that other 
factors are influencing these early choices. Chapter Four explores this 
issue further.

Summary and Key Findings

This chapter has addressed the demand for occupations and skills in 
Qatar, and the education and training needed to meet these demands. 
Overall, it appears that Qataris should prepare for professional and 
technical occupations, most of which require some post-secondary 
education or training. However, employment demands and patterns 
of education and employment are somewhat out of sync, especially 
for men. Qataris’ preference for working in the government sectors 
remains strong.

Our key findings from this part of our analysis are as follows:

Employment demands for men will be in professional, tech-
nician, and sales and service worker occupations. The pattern 
is similar for women, except that they are also likely to find 
employment in clerical jobs and in professional jobs in the 
government.
Employers express high demand for skills in certain areas, espe-
cially English, ICT, and business. They also value the so-called 
soft skills, such as a good work attitude and a willingness to 
learn.
Patterns of employment for the 1998 secondary school gradu-
ates suggest that men are continuing to pursue careers in fields 

1.

2.

3.
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other than those in demand, most notably in the military and 
police, and that large proportions of women still enter the teach-
ing profession. A large proportion of graduates hold professional 
jobs, but whether they are doing so in sufficient numbers to 
meet current and future demands is unclear. 
Occupational demand favors individuals with some post-
secondary education supplemented by more-specific job train-
ing. Women are more likely to pursue post-secondary education 
than men.
The trend for Qatari women to pursue and achieve post-
secondary education in greater numbers than Qatari men will 
likely continue given that twice as many females as males in 
our 2006 cohort planned to attend university or obtain a post-
secondary diploma.
Similarly, the trend for Qataris to seek work in the govern-
ment and government enterprises will also continue. Males 
overwhelmingly name the government as their main choice of 
employer, and most of the working women in our 1998 cohort 
(many of whom are teachers) are employed in a government 
ministry.
While women are more likely than men to pursue post-
secondary education, they are still highly concentrated in such 
traditional occupations as teaching. Given that opportunities 
for women in the labor market appear to be expanding and 
that young females aspire to many types of careers, more may 
need to be done to tap this important human resource. Cultural 
expectations may still work against women’s employment—e.g., 
the senior male and female students in the 2006 cohort had very 
different views about women working outside the home.
Secondary school students’ choices for their future are highly 
influenced by parents and by religious beliefs. This suggests 
that appeals to parents and religious organizations (through, for 
instance, public relations campaigns) to encourage their chil-
dren to pursue higher education and/or to highlight the need 
for professional and technical workers in Qatar may be one way 
to affect parental advice and students’ choices.

4.

5.

6.

7.

8.
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CHAPTER FOUR

Qataris Who Do Not Pursue Post-Secondary 
Education

Young people who do not seek post-secondary education are of 
particular interest to policymakers in many nations, but this issue is 
especially important in Qatar for several reasons. First, as outlined in 
Chapter Three, occupational demand favors individuals who have a 
post-secondary education supplemented by more-specific job training. 
Second, census data and the survey results from our study point to a 
gender disparity in education—men are much less likely than women 
to pursue higher education—and this disparity appears to be increas-
ing. Third, Qatari men currently have ample opportunities for employ-
ment in the government sector, even with only a secondary degree. The 
question thus becomes, How might more Qataris, especially men, be 
encouraged to pursue post-secondary studies related to high-demand 
occupations?

To shed light on this question, in this chapter we describe how we 
used survey data from the 1998 and 2006 cohorts (detailed in Chapter 
Three) to compare the characteristics and attitudes of and outcomes 
for Qataris who do and do not pursue a post-secondary education. 
The census data provide reliable population-wide information on edu-
cational attainment, but they offer information on neither the reasons 
behind educational choices nor the educational plans of students about 
to complete secondary school. Our comparisons can help isolate factors 
that may affect decisions about whether to pursue post-secondary edu-
cation and, in doing so, may suggest ways in which policy can influ-
ence these decisions. In addition, the comparisons may suggest types 
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of post-secondary options that might attract students not currently fol-
lowing the post-secondary pathway.

Labor Market Outcomes for Those with Secondary and 
Post-Secondary Degrees

We first compared the labor market outcomes for individuals who went 
on to post-secondary schooling and individuals who completed only 
secondary school. We used two sources of information: published tables 
from the 2004 census (Planning Council, 2004) and our survey of the 
1998 secondary school graduates. In principle, census data should be 
ideal for this analysis. However, the publicly available tabulations do 
not report labor market outcomes separately by age and education. As 
described in Chapter Two, older and younger Qataris have very dif-
ferent levels of schooling. Therefore, the overall relationship between 
schooling and labor market performance may not accurately reflect this 
relationship for younger Qataris. This limitation is important because 
the experiences of younger Qataris are clearly the most relevant for 
policymakers interested in addressing the needs of recent secondary 
school graduates who do not pursue post-secondary schooling. There-
fore, the results from the census are supplemented with evidence from 
the survey of recent secondary school graduates.

Table 4.1 reports on the fraction of the 1998 cohort who were 
not employed at the time of our survey. The results indicate that post-
secondary schooling is not strongly related to the probability of work-
ing: 37 percent of those with only a secondary degree were not employed, 
compared with 34 percent of those with post-secondary degrees (p = 
.76). For women, post-secondary schooling appears somewhat related 
to the likelihood of working: 70 percent of women who pursued no 
schooling beyond the secondary level were unemployed, compared 
with 42 percent of women who pursued post-secondary schooling. 
However, it should be borne in mind that the samples underlying this 
comparison are quite small, and the difference is not statistically sig-
nificant (p = .11). Among men, there is no evidence of a relationship 
between post-secondary schooling and employment. Overall, these
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Table 4.1
Unemployment, 1998 Cohort, by Level of Education and Gender

Percent with Education Level

Unemployed Secondary
More Than 
Secondary Overall Sample Size

Whole cohort 37 34 35 97

Male 13 12 12 49

Female 70 42 48 48

Labor forcea 18 23 21 83

Male 9 8 9 47

Female 40 29 31 36
a Excludes individuals not employed and not looking for work.

results suggest that not pursuing additional schooling after secondary 
school may make it more difficult to find employment for women but 
not for men.

Another relevant outcome is the relationship between post-
secondary schooling and job type. The analyses described in Chapter 
Three indicated that about 95 percent of currently employed mem-
bers in the 1998 cohort were working in the government or in gov-
ernment enterprises. Table 4.2 reports the distribution across different 
types of employers by whether the individual had any post-secondary 
schooling. The results indicate that virtually all working members of 
the 1998 cohort were in a government ministry or a corporation owned 
by the government. Moreover, working for a given type of employer 
was not found to be strongly related to having a post-secondary degree.  

Table 4.2
Current Type of Employer, 1998 Cohort, by Level of Education

Percent with Education Level

Type of Employer Secondary
More Than 
Secondary

Government 58 62

Government-owned company 39 33

Private sector 0 2

Other 4 3

Sample sizea 23 43
a Includes only those in overall sample who were currently employed.
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For instance, of those working in one of the ministries, 58 percent had 
only a secondary degree and 62 percent had post-secondary schooling 
(p = .73).

Although type of employing organization was on average not 
found to be strongly related to level of schooling, there were important 
differences in the types of jobs held by Qatari workers who did and did 
not pursue post-secondary studies. Table 4.3 shows the distribution 
across occupations by level of education. The results reveal, not surpris-
ingly, that workers with post-secondary schooling were holding jobs 
that typically require an employee to be well educated. Only 15 percent 
of workers with no post-secondary education were working as a teacher 
or in a job that can be classified as professional, compared with 57 per-
cent of individuals with a post-secondary degree (p < .01).1 In contrast, 
28 percent of workers with no post-secondary schooling indicated

Table 4.3
Occupations, 1998 Cohort, by Level of Education

Percent with Education Level

Occupation Secondary
More Than 
Secondary Overall

Associate professional 12 13 13

Clerk 28 6 13

Elementary worker 8 0 2

Legislator/senior officer/manager 0 7 5

Military/police 12 9 10

Operator 12 2 5

Professional 15 22 20

Service worker 4 0 1

Teacher 0 35 24

Technician 8 8 8

Sample sizea 22 42 64
a Includes only those in overall sample who provided a job title for their most recent 
job.

1 As discussed earlier (and described in more detail in Appendix A), self-reported job titles 

are classified on the basis of the ISCO-88 guidelines.
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that they were working as clerks, compared with 6 percent of workers 
with post-secondary schooling (p < .05).2

Table 4.4 shows the distribution of Qataris across industries by 
gender and level of education that appears in the 2004 census tabula-
tions. One interesting pattern here is that the percentage of individu-
als working in public administration falls sharply with level of educa-
tion: 55 percent of all employees who have only a secondary degree 
work in public administration compared with 40 percent of employ-
ees with post-secondary education. On the other hand, the percentage 
of individuals working in education jumps from 6 percent of those 
with a secondary degree to 37 percent of those with a post-secondary 
degree. Virtually all Qataris working in either of these two sectors are 
employed by a government ministry. For instance, almost all teachers 
are employed by the Ministry of Education, and public administration 
consists of government jobs in other ministries.3 Thus, although Table 
4.2 indicates that the probability of working in a government ministry 
is not strongly related to educational attainment, the results in Table 
4.4 suggest that the type of ministry job held is related to educational 
attainment, with individuals who do not pursue post-secondary stud-
ies more likely than those with a post-secondary education to work in 
public administration.4

2 According to the International Labour Organization’s definition, “clerks” are those who 

store, compute, and retrieve information and perform a number of clerical duties, especially 

in connection with money-handling operations, travel arrangements, requests for informa-

tion, and appointments (as of May 23, 2007: http://www.ilo.org/public/english/bureau/stat/

isco/isco88/index.htm).

3 Individuals employed at the Ministry of Interior as police officers or in the military are 

classified as working in public administration.

4 Note that this pattern is especially strong for women. The percentage of men working in 

public administration who pursue post-secondary studies and the percentage who do not are 

similar (55 percent and 59 percent, respectively).

http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
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Table 4.4
Industries of Economically Active Qataris Age 15 and Over, by Gender and Level of Education

Percent with Education Level

Industry

Men Women Overall

Less Than 
Secondary Secondary

More Than 
Secondary

Less Than 
Secondary Secondary

More Than 
Secondary

Less Than 
Secondary Secondary

More Than 
Secondary

Mining and 
quarrying

7 16 10 2 8 1 6 14 6

Health and social 
work

2 2 3 14 18 7 3 6 5

Public 
administration

76 59 55 45 41 24 73 55 40

Education 1 3 11 30 18 64 4 6 37

Other community, 
social, and personal 
services

1 3 3 3 4 1 2 3 2

Electricity, gas, and 
water supply

4 4 3 1 3 0 4 4 2

Other 8 12 14 5 8 3 8 11 9

SOURCE: Planning Council, 2004.
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Backgrounds and Attitudes Toward Work and School of 
Those with Secondary and Post-Secondary Degrees

Information from our 1998 cohort survey sheds light on whether the 
backgrounds and attitudes of individuals who did not pursue post-
secondary schooling differ from those of Qataris who completed addi-
tional schooling. In Qatar, a student’s major field of study is an impor-
tant dimension of his or her educational background. Table 4.5 shows 
that the most popular major among all students was literature, math-
ematics, and science.5 However, students who continued their educa-
tion were considerably less likely than students who did not continue 
their education to have specialized in this field (41 percent and 64 
percent, respectively; p < .05). Even more striking is the fact that only 
12 percent of students who did not pursue post-secondary studies had 
majored in science, compared with 39 percent who did (p < .01). These 
patterns are not necessarily surprising, however, given that the science 
major is considered to be the most academically demanding field in 
Qatari secondary schools. The findings in Table 4.5 strongly suggest 
that the students who pursue post-secondary studies are the ones who 
received the most rigorous preparation in secondary school.

Table 4.5
Field of Study, 1998 Cohort, by Level of Education

Percent with Education Level

Field of Studya Secondary
More Than 
Secondary Overall

Science 12 39 31

Literature, math and science 64 41 48

French literature 17 19 19

Industrial 5 1 2

Commercial 2 0 1

Sample size 34 63 97
a As defined by the Ministry of Education.

5 The major fields of study listed in Table 4.5 for secondary school are the categories used 

by the Ministry of Education. The literature, mathematics, and science field of study has a 

general liberal arts curriculum, whereas the science field of study includes more-advanced 

courses in science and mathematics.
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We also examined the 1998 cohort’s attitudes toward education 
and work by level of education, but found no significant differences 
between the two groups. Similarly, the two groups did not differ sig-
nificantly in terms of the importance they placed on different job char-
acteristics in choosing a job or career.

Reasons for Not Pursuing Post-Secondary Schooling

To better understand the needs of students who do not continue their 
schooling after secondary school, it is crucial to know their reasons for 
not continuing. Table 4.6 shows the results from asking the 1998 grad-
uates to indicate which of the reasons listed applied to their decision. 
Note that because of the small sample size (N = 25), these findings must 
be interpreted with some caution.6 The results suggest that poor per-
formance in secondary school represents a serious barrier to pursuing 
additional schooling. Although only 23 percent (6 respondents) cited 
“not interested in/did not do well in school” as an important reason, 
the most commonly cited reason was ineligibility for a scholarship

Table 4.6
Reasons for Not Pursuing Post-Secondary Schooling, 1998 Cohort

Reason Percent Citing Reason

Unaware of any offerings 26

Available offerings not useful/interesting 16

Too inconvenient 9

Family responsibilities 58

Health problems 0

Not interested in/did not do well in school 23

Wasn’t eligible for scholarship 61

Can’t afford to pay for it 33

Sample sizea 25
a Includes only those in overall sample who did not pursue post-secondary 
schooling.

6 Because the sample size in this analysis was so small, the discussion here uses the raw 

numbers of respondents who cited a given reason along with the percentages calculated using 

the sampling weights.
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(61 percent; 15 respondents).7 Assuming that the indicated reason 
corresponds with actual behavior, this finding suggests that more 
respondents would have gone to college had they done better in school 
and thus been eligible for a scholarship. The second most frequently 
cited reason was family responsibilities (58 percent; 14 respondents). 
Although it would be interesting to see which gender cited family 
responsibilities more frequently as a reason for not pursuing further 
studies, the sample was too small to make a reliable comparison. Fewer 
than half of the respondents cited any of the other reasons listed in the 
survey. However, lack of knowledge about post-secondary opportuni-
ties was a factor for some respondents, even though there is now a rich 
array of post-secondary offerings in Qatar.

Twenty-six percent (6 respondents) indicated that they were 
unaware of any offerings, and another 16 percent (4 respondents) indi-
cated that they found the available offerings not useful/interesting. 
These results suggest that Qatar may be able to increase the number of 
students attending post-secondary school simply by providing students 
with better information on the opportunities available to them.

A sizable fraction of respondents (33 percent; 9 respondents) indi-
cated that they could not afford to pay for additional schooling, sug-
gesting that financial barriers may also be important. This is a surpris-
ing finding given that Qatar is a very wealthy country and that Qataris 
who qualify for QU pay no tuition. Thus, costs are likely pivotal only 
for those students who are deciding between studying abroad and not 
pursuing a post-secondary education. This result may explain why just 
over half of the respondents listed ineligibility for a scholarship as an 
important reason for not continuing. It is also interesting to note the 
reasons that were not frequently cited. Only 9 percent cited that pursu-
ing a post-secondary education was too inconvenient, and no one indi-
cated that the reason for non-pursuit was health problems.

Further insight into what influences the decision to pursue or 
not pursue post-secondary schooling came from examining what the 
respondents in the survey of 2006 secondary school seniors cited as 

7 This percentage may increase given that Qatar University recently raised its entrance 

requirements.
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being important factors in choosing what they would do after grad-
uating. Table 4.7 shows that students planning and not planning to 
pursue further studies generally viewed the same factors as important 
in making their decision. One notable difference is in the percentages 
citing enjoyment of learning and school as an important factor in their 
decision: 82 percent of those intending to go on to post-secondary 
studies cited this factor, compared with only 56 percent of those not 
intending to go on (p < .01). Another result, consistent with the evi-
dence from the survey of 1998 graduates, is that getting a scholarship 
is an important determinant of post-secondary plans for 72 percent of 
the sampled students. Even 62 percent of students who do not plan to 
pursue further studies cited the importance of receiving a scholarship, 
suggesting that some students anticipate being ineligible for a scholar-
ship and therefore do not plan on further education.

Table 4.7
Factors Influencing Students’ Plans to Pursue or Not Pursue Post-Secondary 
Schooling, 2006 Cohort

Factor

Percent Responding That Factor Is Very 
or Extremely Important

Planning 
Not to 

Pursue Post-
Secondary

Planning 
to Pursue 

Post-
Secondary Unsure

Personal interests 87 86 88

Parental advice 95 96 97

Advice from other family members 64 61 50

Advice from friends 44 42 49

Religious beliefs 96 96 96

Societal expectations 74 80 73

Enjoyment of learning and school 56 82 64

Job openings 91 89 88

Whether I get a scholarship 62 81 72

Sample sizea 71 147 36
a Varies slightly from statement to statement.
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Possible Benefits from Acquiring Certain Skills

As discussed earlier, policymakers in Qatar are interested in under-
standing the unmet needs of individuals who do not pursue schooling 
beyond the secondary level. Acquiring key skills may be one such need. 
Our survey data allowed us to address this issue because respondents 
were asked to indicate the skills they thought would help them advance 
in their current job or get a better job. 

The findings, presented in Table 4.8, provide guidance on what 
skills individuals lacking a post-secondary education would like to 
acquire. A large majority (82 percent) of the respondents indicated that 
they would like to improve their English (or some other foreign lan-
guage) skills, and almost half (45 percent) indicated that basic computer 
skills would be helpful. The only other skills that at least 10 percent of 
the respondents said they would like to acquire were advanced com-

Table 4.8
Importance of Different Skills, 1998 Cohort, by Level of Education

Skill

Percent in Education Level Responding That 
Skill Is Needed to Advance in Current Job 

or Get a Better Job

Secondary
More Than 
Secondary Overall

Basic math 7 10 9

Reading and writing 8 22 18

Advanced math 0 8 5

Basic computer skills 45 21 28

Advanced computer skills 18 17 17

Specific technology/equipment 0 8 5

To work in a team 8 15 13

Communicate with outside 
customers

8 17 14

English/other foreign language 82 36 50

To solve problems 4 18 14

Follow directions from a supervisor 0 13 9

To give directions to other people 0 8 5

Sample sizea 24 44 68
a Includes only those in overall sample who were currently employed.
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puter skills (18 percent). Fewer of those expressing a need to acquire 
these skills were respondents who had post-secondary schooling. For 
instance, of those with post-secondary schooling, only 36 percent cited 
a need to improve their foreign language skills, and only 21 percent 
cited basic computer skills. However, the individuals in this group felt 
more in need of improving their skills in nearly all the other areas, 
including communications, problem solving, and both following and 
giving directions.

Characteristics of Students Planning Not to Pursue 
Post-Secondary Studies

We also assessed the relationship between educational plans and sev-
eral background characteristics. As Table 4.9 shows, the characteristic 
leading to the largest difference is gender: male students in the 2006 
cohort constituted 74 percent of the students planning not to pursue a

Table 4.9
Background Characteristics, 2006 Cohort, by Post-Secondary Plan

Percent

Characteristic

Planning 
Not to 

Pursue Post-
Secondary

Planning to 
Pursue Post-
Secondary Unsure Overall

Male 74 36 36 48

Field of study

Literature/humanities 50 44 50 47

Science and math 50 56 50 53

Repeat grade 24 27 12 24

At least father has post-
secondary education

15 25 36 23

At least mother has post-
secondary education

12 17 20 16

Aware of scholarship 
opportunities

97 95 90 95

Sample sizea 71 147 37 255
a Varies slightly for each characteristic because of missing data.
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post-secondary education, and they constituted only 36 percent of the 
students who were planning to go on (p < .01). In addition, students 
planning to continue their education were somewhat more likely than 
those not planning to continue their education to have a father with a 
post-secondary degree (25 percent versus 15 percent; p = .10). However, 
the differences for the other characteristics were small and not statisti-
cally significant.

Table 4.10 examines whether post-secondary plans are associated 
with the type of organization in which the respondent would like to 
work.8 The results show that students not planning to pursue post-
secondary studies were more likely to prefer working in government 
ministries and less likely to want to work in a government-owned com-
pany than were students with plans to continue their studies. And even 
though very few respondents indicated an interest in working in a pri-
vately owned company, it is noteworthy that not one of them was plan-
ning to pursue post-secondary studies. In other words, whatever interest 
there is in private-sector employment appears to be limited to individu-
als who plan to pursue a post-secondary education. These survey results 
in and of themselves are insufficient to shed light on whether this find-
ing stems from lack of interest or lack of opportunities, but we see it

Table 4.10
Desired Type of Employer, 2006 Cohort, by Post-Secondary Plan

Percent

Type of Employer 
Desired

Planning 
Not to 

Pursue Post-
Secondary

Planning to 
Pursue Post-
Secondary Unsure Overall

Ministry 65 50 42 54

Govt.-owned company 16 28 21 24

Private religious 
organization/charity

11 7 17 10

Private company 0 6 0 3

Unsure 7 8 19 10

Sample size 63 131 35 229

8 Only seven (four females and three males) of 260 respondents reported that they did not 

plan to get a job.
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as likely stemming from both. The evidence from our employer inter-
views (discussed in Chapter Three) suggests that private-sector employ-
ers do not hire individuals lacking post-secondary schooling for the 
types of highly respected jobs that young Qataris expect to be given. 
Regardless of the cause, however, the finding suggests that policymak-
ers will have difficulty increasing the number of Qataris working in the 
private sector who lack a post-secondary degree. This will prove espe-
cially challenging with regard to drawing Qatari men into the private 
sector, since men are so much less likely than women to pursue a post-
secondary education.9

The occupation someone would most like to have is also related 
to educational plans. As Table 4.11 shows, about two-thirds of the sec-
ondary school seniors were unsure about the type of job they wanted to 
have. However, those students who planned to pursue a post-secondary 
education and also indicated a job they would like to have tended to

Table 4.11
Desired Occupation, 2006 Cohort, by Post-Secondary Plan

Percent

Occupation

Planning 
Not to 

Pursue Post-
Secondary

Planning to 
Pursue Post-
Secondary Unsure Overall

Associate professional 2 2 4 2

Clerk 0 1 0 1

Engineer 0 5 0 3

Legislator/senior officer/
manager

2 7 6 5

Military/police 24 6 2 11

Professional 2 11 7 8

Service worker 0 0 3 1

Teacher 0 6 3 4

Unsure 70 62 73 66

Sample size 63 126 35 224

9 Of the nine students in this survey who indicated that they wanted to work in the private 

sector, eight were female. In our 1998 cohort survey, however, all those who worked in the 

private sector were male.
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list occupations such as engineering, teaching, and senior manager, all 
of which probably require at least a university degree. In sharp contrast, 
almost all students not planning to go on to post-secondary schooling 
and who also indicated a desired job listed an occupation related to 
either the military or the police, which suggests that these occupa-
tions are perceived as attractive opportunities by students (particularly 
males) who do not plan to continue beyond secondary schooling.

Summary and Key Findings

This chapter has examined the needs and experiences of second-
ary school seniors who are not planning to pursue post-secondary 
studies and of secondary school graduates who did not pursue post-
secondary studies. These individuals make up a sizable portion of the 
young Qatari population, especially the male population. Our survey 
evidence suggests that Qataris who do not seek a post-secondary edu-
cation have markedly different experiences in the labor market than 
do Qataris who continue their studies beyond secondary school. Addi-
tionally, our results shed light on factors that influence an individual’s 
decision not to pursue a post-secondary education, and suggest unmet 
needs that these individuals may have. 

Our key findings from this examination are as follows:

Women with post-secondary schooling are more likely to be 
employed than are women without this schooling, but no such 
relationship exists for men.
Individuals without a post-secondary degree are less likely to 
work as professionals and more likely to work as clerks or in 
the military or police than are individuals who have a post-
secondary education.
The most frequently given reasons for not pursuing a post-
secondary education were ineligibility for a scholarship and 
family responsibilities.
Workers without a post-secondary education indicated that 
training in English and, to a lesser extent, basic computer skills 

1.

2.

3.

4.
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would be helpful for either advancing in their current job or get-
ting a better job in the future.
Secondary school seniors who were not planning to pursue 
post-secondary studies were more likely to want to work in 
a government ministry and less likely to want to work in a 
government-owned or privately owned company than were stu-
dents who intended to pursue post-secondary studies.
Almost all secondary school seniors who were not planning to 
seek a post-secondary education and who stated a desired occu-
pation wanted to be in the police or military. This suggests that 
these types of jobs are seen as an attractive alternative to pursu-
ing post-secondary studies, especially for males.
An examination of attitudes toward work and preferences in 
job characteristics did not reveal any strong differences between 
Qataris who plan to pursue or do pursue post-secondary school-
ing and those who do not.

5.

6.

7.
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CHAPTER FIVE

Education and Training Provision

Previous chapters explored the occupations and skills considered vital 
to the growth and development of Qatar’s economy and society, as well 
as the education and training needed to secure employment in these 
occupations. This section examines the extent to which the requisite 
education and training are available to Qataris, and whether further 
investment in education and training is required.

We begin by describing the current post-secondary education 
environment, including the institutions operating in Qatar and the 
accompanying degrees and fields of study. We then discuss the pro-
gram for study abroad and the scholarship system, two important ele-
ments of students’ access to higher education. The largest training pro-
viders operating in Qatar and the types of programs they offer are 
discussed next, after which we explore how the current education and 
training offerings relate to the demand for skills and occupations (this 
analysis includes a look at whether opportunities for education and 
training differ by gender). Finally, we compare data from our inventory 
of post-secondary education and training offerings with the education 
and training requirements identified in Chapter Three in order to iden-
tify gaps in the post-secondary education and training offerings. We 
also discuss the issue of required investments.
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What Higher Education Programs Are Being Offered?

Background on Higher Education Investment

The Qatari government began investing in higher education more than 
30 years ago, in 1973, when it opened the publicly funded College of 
Education that would expand and become Qatar University (see dis-
cussion in Chapter Two). Qatar University provides free tuition for 
Qatari students and students from the other GCC countries who meet 
the entrance requirements and maintain a 2.0 grade point average. The 
University also offers scholarships to students from Arab and Islamic 
countries (Foreign Information Agency, undated).

The government has invested in higher education in other ways, 
as well. Since the 1970s, Qatar has had a scholarship system designed 
to send students abroad for undergraduate and graduate programs not 
available locally. In addition, post-secondary training is provided by 
government ministries, government-owned companies, and several 
non-profit and for-profit providers.

Over the past decade, investment in education and training has 
intensified. In 1995, the Qatar Foundation was founded by Emiri 
decree with the mission to provide educational opportunities and 
improve the quality of life for the people of Qatar and the region (Qatar 
Foundation, 2007b). The Qatar Foundation’s flagship project is Educa-
tion City, which was officially inaugurated in 2003. The Foundation 
invited world-class universities to operate campuses in Qatar (Foreign 
Information Agency, undated).1 In 1998, Virginia Commonwealth 
University School of the Arts opened its design school. Weill Cornell 
Medical College began offering its medical programs in 2002. Texas 
A&M University followed in 2003, offering undergraduate degree pro-
grams in petroleum, chemical, electrical, and mechanical engineering. 
Carnegie Mellon University started teaching classes in 2004, bring-
ing to Doha its programs in computer science and business. George-
town University started its foreign service programs in August 2005 

1 The branch campus model establishes complete interchangeability between an institu-

tion’s main campus and its branch campus in terms of educational offerings, requirements, 

degrees, etc. VCU, the first Education City institution, was not originally set up as a branch 

campus, but it later conformed to the branch campus model.
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(Foreign Information Agency, undated). Future plans for Education 
City include the establishment of programs in journalism and com-
munications, as well as an Islamic studies center (Qatar Foundation, 
2007a). A variety of government-sponsored scholarships (discussed in 
detail later in this chapter) are available to Qatari students to cover the 
tuition and other costs of attending Education City campuses.

Outside of Education City, CHN University Netherlands, which 
has operated in Doha since 2000, offers bachelor’s degrees in hospital-
ity management and tourism management. Many students at CHN 
University Netherlands are sponsored by companies, ministries, and 
other organizations. The College of the North Atlantic–Qatar, a Cana-
dian institution, opened in 2002 and offers various two- and three-year 
diploma and certificate programs in engineering, business, health sci-
ences, IT, and related fields designed for industrial, commercial, and 
government organizations. A majority of students attending this insti-
tution are sponsored by employers.

Enrollment

Table 5.1 shows student enrollment in four-year post-secondary institu-
tions in Qatar.2 Qatar University enrolls the vast majority (91 percent) 
of students attending four-year institutions. Seventy-one percent of all 
students enrolled in four-year institutions are Qataris, and less than 
one-quarter (23 percent) of Qatari students are male. Qatar University 
has the biggest Qatari/non-Qatari student ratio (74 percent), and Weill 
Cornell Medical College has the smallest (20 percent). CHN Univer-
sity Netherlands has the largest male-female ratio of Qatari students 
(56 percent), whereas no Qatari males are enrolled in design majors at 
Virginia Commonwealth University.

Fields of Study and Degrees Offered in Qatar

Table 5.2 shows the fields of study and degrees available from post-
secondary institutions in Qatar. A wide array of study areas is offered, 
and this array provides students with a wide range of skills to take to 
the labor market. (Appendix B lists the detailed post-secondary fields 

2 CNA, a two-year institution, enrolls 1,550 students.
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Table 5.1
Student Enrollment in Four-Year Post-Secondary Institutions in Qatar, 
2005–2006

Institution

All Students Qatari Students

Number 
Enrolled

% of Total 
Enrollment

Number 
Enrolled

% of Total 
Enrollment

Qatar University 7,660 91 5,671 74
CHN Univ. Netherlands 257 3 96 37

Virginia Commonwealth 181 2 121 67

Weill Cornell Medical College 135 2 27 20

Texas A&M University 140 2 88 63

Carnegie Mellon University 47 1 18 38

Georgetown University 25 0 12 48

Total 8,445 100 6,033 71

NOTE: Percentages shown have been rounded.

Table 5.2
Degrees and Fields of Study Offered in Qatar

Degree Institution Fields of Study

2-year diploma/
certificate

College of the North Atlantic Engineering, business, health 
sciences, IT, trades

Bachelor’s Texas A&M University (EC) Engineering

Virginia Commonwealth 
University (EC)

Design

Carnegie Mellon University (EC) Business, computer science

Georgetown University (EC) Foreign service

Qatar University Education, arts and sciences, 
engineering, business, law, 
Sharia and Islamic studies

CHN University Netherlands Hospitality and tourism

Graduate Weill Cornell Medical
College (EC)

Doctor of Medicine

Texas A&M University (EC) Master’s degrees in engineering 
beginning in 2007

Qatar University Post-graduate diplomas in 
education; master’s in business 
administration

NOTE: “(EC)” indicates that the institution is in Education City.
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of study and degree offerings in Qatar.) Important points worth noting 
about this substantial variety of fields and degrees are as follows:

The study fields available at Qatar University constitute a broad 
spectrum of areas. And because Qatar University’s admission 
requirements are considerably lower than those of the Education 
City campuses, Qatar University is available to many secondary 
school graduates with university aspirations.
The study fields available at CHN University Netherlands are 
narrow and aimed at training students for specific fields in a single 
industry (e.g., hospitality management).
The only graduate degree currently offered in Education City is 
the doctor of medicine (M.D.) degree at Weill Cornell Medical 
College. In the 2007–2008 academic year, Texas A&M will begin 
offering master’s degrees in engineering and science.
Qatar University is primarily an undergraduate institution and 
only offers graduate study in education and business.
Because Qatar University and the Education City campuses cur-
rently offer only a few graduate programs, most students who want 
to earn a graduate degree must go abroad. This constitutes a road-
block for some individuals, particularly women, who are unable 
to study abroad because of family and cultural considerations.

Admission to the Education City campuses is very competitive; 
only a small minority of students in Qatar (or anywhere else) are aca-
demically qualified for admittance. The fields of study available in 
Education City cover areas of primary interest to employers. While 
the quality is high and the available degrees are relevant to the labor 
market, some fields that may be of interest to high-achieving students 
are not offered (e.g., liberal arts and sciences).

In addition to offering certificates or degrees in various fields of 
study, these institutions cater to students needing remedial work to 
make the most of their higher-education experience. The College of the 
North Atlantic offers Access programs, which are developmental pro-
grams that students may enter prior to full admission in regular certifi-
cate/diploma-level programs. Qatar University’s Foundation Program 

•

•

•

•

•
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provides remedial course work for newly arrived students to help them 
meet the University’s minimum course requirements. Students in the 
Foundation Program must successfully complete course work in the 
English language, mathematics, and computers. Students able to pass 
the English language, mathematics, and computer placement tests may 
receive full or partial exemption from the Foundation Program. The 
Foundation Program also prepares students to meet specific entrance 
requirements established by the individual Qatar University colleges.

At the other end of the spectrum, the Qatar Foundation supports 
the Academic Bridge Program, which is designed to prepare excep-
tional secondary school graduates in Qatar and elsewhere in the region 
for study at highly selective English-language universities in Education 
City and abroad. Students study English, mathematics, computers, and 
skills for university success. Male and female students in the Academic 
Bridge Program attend classes together, and all courses are taught in 
English. The program began in 2001 and is based in Education City; 
it currently enrolls 220 students, mostly from Qatar.

The remedial programs currently offered serve particular students 
who have already met basic university entry requirements but need 
additional preparation. These programs do not help low-performing 
secondary students who do not qualify for Qatar University, or adults 
who want to pursue university studies later in life. Qatar University 
does offer a continuing education program, but with the exception 
of its English language courses, it is designed for narrow, job-specific 
training. In addition, recent reforms at Qatar University reaffirm its 
primary mission as an undergraduate academic institution. A tradi-
tional community college may be the best way to address the post-
secondary education and training needs of some segments of Qatari 
society. Such a college would provide remedial programs for weaker 
students—those needing to strengthen their academic preparation 
before beginning undergraduate studies—and an entry point to uni-
versity for adults wishing to pursue a degree or to improve or acquire 
skills. (We explore this possibility more fully later.)
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Scholarship System and Study Abroad

Qatar provides many scholarship opportunities for highly qualified 
students who want to pursue post-secondary education in Qatar or 
abroad. These scholarships are an important vehicle for developing 
skills in Qatar because they can be targeted to meet particular eco-
nomic or social needs. Thus, they are an essential part of the post-
secondary education landscape.

Higher Education Institute Scholarships. The HEI was established 
under the SEC in March 2005 to help students make educational and 
career choices based on their interests, abilities, and values, as well as 
the needs of the Qatari labor market. One of the HEI’s primary roles 
is managing the scholarship system. It administers scholarships; iden-
tifies top universities, degree programs, and short-term professional 
development courses in Qatar and around the world for HEI scholar-
ship applicants; and determines the targeted specialties for scholarship 
recipients (high-demand occupations, such as medicine, engineering, 
finance, and economics, currently have high priority).

The HEI administers a previous (pre-HEI) scholarship program 
(now closed to newcomers) and the following five new scholarship 
programs, three of which (the Emiri, the National, and the Employee 
scholarship programs) include both undergraduate and graduate study 
options:3

Emiri Scholarship: Awarded to exceptional students—those with 
significant academic achievements and the potential to become 
national leaders—who have been accepted into one of 50 top 
institutions worldwide as determined by the HEI. There is no pre-
determined number of scholarships available; they are awarded to 
everyone who qualifies. Out of 114 recipients for the 2005–2006 
academic year, six (four males, two females) are studying abroad; 
the rest are studying at Education City institutions.
National Scholarship: Intended for students who have the poten-
tial to become future business and professional leaders in targeted 

3 For further information on scholarships, see Scholarship Guide 2006–2007 (Higher 

Education Institute, 2006). 

•

•
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fields in Qatar and have been accepted into one of 250 HEI-
approved institutions. As with the Emiri Scholarship, everyone 
who qualifies receives a scholarship. In the 2005–2006 academic 
year, 204 students received this scholarship.
Employee Scholarship: Offered in partnership with public and 
private employers in Qatar to enable high-potential employees 
to pursue additional education and advanced training at HEI-
approved universities in areas of critical importance to Qatar.
Diploma Scholarship: Available to students seeking technical and 
specialized diplomas that are in demand in Qatar’s labor market, 
such as nursing and aviation. These scholarships are currently 
available for the College of the North Atlantic.
Pre-College Grant (for English- and non-English-speaking coun-
tries): Supports students who need additional academic prepara-
tion prior to beginning their post-secondary studies. It is available 
for programs such as the Academic Bridge Program and is offered 
to students with the expectation that they will be accepted into an 
HEI-approved college or university.

Applicants to the scholarship programs must be Qatari citizens, 
have a pre-determined minimum score on a relevant English language 
test (for some universities), meet certain criteria regarding past aca-
demic performance, and agree to work in an area of importance to 
Qatar upon graduation for a time equal to the length of the scholarship 
(except in the case of the Pre-College Grant).

Several other scholarship programs are under consideration and 
may be implemented in the near future: Loan-Based Scholarships for 
non-Qataris accepted at institutions deemed prestigious by the HEI, 
as well as in approved programs in Education City and Qatar Univer-
sity; Professional Development Grants to assist individuals admitted 
to short-term study programs with the goal of improving job skills 
or developing new job skills for career advancement or job transition. 
Other financial assistance may be available as well to help Qataris par-
ticipate in internationally recognized academic or professional develop-
ment opportunities, such as the Fulbright program or special intern-
ships (Supreme Education Council, 2005).

•

•

•
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Table 5.3 shows numbers of students enrolled in HEI scholar-
ship programs for the 2005–2006 school year. There are 1,445 students 
enrolled in all scholarship programs, including 604 students with the 
pre-HEI scholarships.

Table 5.4 provides a breakdown of students by field of study for 
the fields with the highest concentration of HEI scholarship recipients. 
The highest concentrations of students are in different areas of engi-
neering (119 students); medicine (134, including dentistry); business, 
finance, and economics (98); law (72); graphic design and fine arts and 
interior design (56); and education (42).

The HEI scholarship programs cover scholar stipend, tuition and 
fees, and health insurance, as well as allowances for spouse, children, 
books, computer, and other expenses. About 57 percent of scholarship 
expenses are directed for tuition and fees. Those studying abroad also 
receive travel expenses and allowances for clothing and relocation.

The HEI is not the only agency sponsoring scholarships. The Qatar 
Foundation provides scholarships for “Children of Qatari Women.” 
All students who are accepted into an Education City institution, 
have Qatari mothers, and submit an application receive one of these 
scholarships. The Qatar Foundation also administers the Hamad Bin

Table 5.3
Numbers of Students in Higher Education Institute Scholarship Programs

Scholarship Program
Continuing 
Students

New 
Students Total

Emiri 59 55 114

National 150 54 204

Employee 110 9 119

Pre-college (Academic Bridge 
Program)

0 127 127

Diploma: CNA 66 24 90

Diploma: Qatar Aeronautical 
College

92 95 187

Pre-HEI: USA/Canada/Australia 87 0 87

Pre-HEI: Europe 256 0 256

Pre-HEI: Middle East/Asia 261 0 261

Total 1,081 364 1,445

SOURCE: Supreme Education Council, 2005.
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Table 5.4
Highest Concentrations in Higher Education Institute Scholarships, by Field 
of Study

Field of Study Bachelor’s Master’s Doctoral
Specialist 
Training Total 

Medicine 82 2 6 23 113

Law 45 22 5 72

Graphic design, fine arts and 
interior design

56 56

Communication/electronic 
engineering

36 12 48

Education 6 19 17 42

Business administration 31 9 3 43

Computer science 29 1 30

Finance/financial management 16 8 2 26

Computer engineering 22 22

Dentistry 20 1 21

Political science 14 4 1 19

Industrial engineering 18 18

Electrical engineering 18 18

Petroleum engineering 13 13

Investment management/
banking

6 2 2 10

International relations 9 1 10

Economics 8 1 1 10

Marketing 9 9

Total 438 82 37 23 580

SOURCE: Supreme Education Council, 2005.

Khalifa Financial Aid Program for students enrolled at an Education 
City institution. Funded by the Emir, this program addresses the needs 
of students who qualify but do not have the financial means, and/or 
children of expatriates who have been living in Qatar for a long time 
or have provided special services to the country. The funding is pro-
vided in exchange for either a period of post-graduate paid employment 
at an organization in Qatar (as designated by the Qatar Foundation) 
or reimbursement to the Foundation of the full amount of financial 
aid received. This program covers tuition and may also cover boarding 
fees, health expenses, reasonable expenses for travel to home country 
only, reasonable personal expenses, and other expenses (Qatar Founda-
tion, 2007c).
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In addition, the Student Employment program helps students in 
Education City gain work experience and enables them to earn money 
while doing so. All students in Education City may work in any of the 
branch campuses or centers within Education City. To qualify for this 
program, a student must be enrolled in one of the branch campuses, 
the Academic Bridge Program, or Qatar Academy (a private school in 
Doha). Students in this program may work up to 20 hours per week 
while classes are in session, and 40 hours per week during class breaks 
(Qatar Foundation, 2007d).

Value of Study Abroad Program. As part of our data collection 
for this project, we interviewed key employers and other stakeholders to 
learn their perceptions of the advantages and disadvantages associated 
with study abroad and with post-secondary study in Qatar. Employ-
ers saw a role both for strengthening and expanding post-secondary 
options in Qatar and for continuing to send students abroad for higher 
education. Both options convey distinct benefits to students and to 
society.

The most cited benefit for sending students out of the country was 
the broadening effect it has on them both intellectually and culturally. 
They are exposed to new ideas and ways of doing things. The standards 
of foreign institutions are high, and students learn to be more indepen-
dent. Interviewees saw Qatar as a developing country in many ways, 
and viewed the attitudes and professional skills of Qataris as needing 
to rise to international standards. Studying abroad was seen as a way to 
help students develop the needed attitudes and skills.

Employers and education leaders also said that even though study-
ing abroad is more expensive than studying at Qatar University, the 
long-term value to students and to Qatari society from the experiences 
and perspectives that students gain is beyond the accounting costs. 
A common theme among employers and other stakeholders was that 
the important issue in deciding the value of sending students abroad 
is not cost-effectiveness or quantity of graduates but, rather, quality of 
graduates.

Employers and other stakeholders also thought there was an 
important role for Education City in the training of Qatari students. 
Education City clearly provides more opportunities for high-quality 
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post-secondary education for the most-able students, but there are soci-
etal benefits besides. Education City represents a change in attitude 
about the importance of education in Qatar. Together with the height-
ened awareness of education promoted by the ongoing K–12 education 
reform, the availability of more high-quality educational options makes 
students more aware of the importance of education, what options are 
available, and what preparation is necessary to take advantage of those 
options.

Some individuals we interviewed were concerned that inordinate 
amounts of resources are being devoted to educating the elite students, 
and that more can be done to strengthen the options for the remain-
ing, majority of students, such as those at Qatar University. Moreover, 
some interviewees discussed the unique role of Qatar University in 
maintaining Qatari culture and values. For example, the Education 
City university branches provide education in a mixed-gender environ-
ment, and interviewees believed it is important to maintain some uni-
versity options that permit study in a single-gender environment. Some 
women do not want to study in a mixed-gender environment and are 
therefore unlikely to pursue post-secondary education unless a single-
gender option is available.

In sum, the employers and other stakeholders expressed a wide 
range of opinions about higher education in Qatar and abroad. Each 
of these has advantages, and each has a role in educating different types 
of students and providing different types of cultural experiences. In the 
cases of study abroad and Education City, there are societal benefits 
of education that are an important element of helping Qatar adapt to 
an increasingly global society while maintaining its important cultural 
values and characteristics.

Provision of Post-Secondary Training

The numerous training providers in Qatar are from all sectors, 
including the government, government-owned companies, and non-
government organizations (both for-profit and not-for-profit). This 
section discusses some of the largest training providers, including some 
used by the SEC. (Appendix C provides additional information on 
selected training providers.) 
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Government Training Providers. Among government agencies, 
the Ministry of Civil Service Affairs and Housing (MoCSAH) is the 
largest sponsor of training. Two training organizations are associated 
with MoCSAH, the Institute of Administrative Development (IAD) 
and the Training Center; MoCSAH provides funding for the first and 
operates the second. These two training organizations serve different 
groups: The IAD provides training for government employees, and the 
Training Center prepares secondary school graduates for entry-level 
jobs in the private sector.

The IAD started with 22 programs in 1997 and currently has 160 
tailor-made programs in management, finance, information technol-
ogy (IT), English language, banking, insurance, tourism, etc. From 
1997 to 2005, the IAD trained 11,000 government employees, of which 
4,500 were female. The most popular training programs are manage-
ment programs, followed by finance and IT. The human resource 
department of any government institution selects trainees and sends a 
training request to IAD. Before taking up positions, new job holders 
may spend up to six months at IAD. Individuals already working in 
the government can also apply for training programs, if their ministry 
agrees. However, the final approval has to come from MoCSAH.

The IAD has 22 faculty members. It hires as trainers people from 
the United Kingdom, the United States, and other Anglophone coun-
tries, and people with degrees from universities in which courses are 
taught in English. The program is recognized regionally by Egypt’s 
Arab Administrative Development Organization and internationally 
by Canada’s Public Administration Institute. The IAD awards certifi-
cates at the end of each training program. Taking IAD training courses 
can be an important factor for promotion, and most employees return 
to the IAD for additional training courses.

The mission of the Training Center is to prepare Qatari secondary 
school graduates for entry-level jobs in the private sector and to help 
the government meet Qatarization goals. A small fraction of students 
are college graduates. Established in 2000, the Training Center targets 
Qataris who have not been employed and would normally be unable 
to work in the private sector because of poor performance at school or 
because their area of study is not in demand. The Center helps such 
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individuals gain vocational qualifications and other skills needed to 
join the private sector. A number of primary-school teachers have 
enrolled as well, to improve their abilities in classroom management.

The length of instruction is 1.5 to 2 years split into two phases. The 
first phase is a foundational year in which students undergo extensive 
courses in English language, computing, and basic skills. The second 
phase prepares trainees to get a Business and Technology Education 
Council Intermediate Certificate in Principles of Work Level 1 or Level 
2, which are internationally recognized awards.

The Center collects information about job vacancies and works 
in conjunction with sponsors from the private as well as the public 
sector. These organizations have incentives to provide training to those 
individuals who are not qualified in order to meet Qatarization goals. 
Sponsors provide trainees with financial incentives/stipends, mentoring 
services on specific jobs, and a suitable workplace so that they can gain 
work experience; trainees cannot graduate without having work experi-
ence. The Center provides sponsors with progress reports on a regular 
basis. After the program is finished, the employer decides whether or 
not to hire the trainee.

As of November 2005, the Center had trained 616 Qatari females 
and 435 Qatari males. Current enrollments are heavily skewed toward 
female Qataris: At the time of this study, roughly 90 percent of the 
class was female. The Center is encouraging more males to attend its 
program so that it can help increase their self-confidence by involv-
ing them in its Special Services Preparation program, which includes 
training in disaster management, first aid, personal safety, and social 
responsibilities.

A side note to these government-sponsored training programs is 
their “hidden cost”—the government paid for the secondary schooling 
of many individuals who are also receiving training from IAD and the 
Training Center. In effect, the government is paying twice to train the 
trainees.

To gain some perspective on the size of these hidden costs, we 
estimated the number of individuals the IAD and the Training Center 
have trained and the approximate cost per person. Through 2005, the 
number of people trained by the IAD and Training Center together 
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was about 12,000. As an estimate of the cost per person we used the 
cost of an English language course offered by ELS Language Centers, 
which provides English language training around the world, including 
in Doha.4 For an “intensive” English language course (30 lessons per 
week for four weeks), the cost is about $1,400 U.S. dollars (USD), or 
5,096.42 Qatari riyals (QAR). Therefore, the approximate hidden cost 
of training through 2005, based on these assumptions, was $16,800,000 
USD (12,000 x $1,400), or QAR 61,157,040. Using a more conser-
vative cost estimate of $1,000 per course, which is the approximate 
price for a semi-intensive course (20 lessons per week for four weeks), 
the approximate hidden cost of training goes to $12,000,000 USD, or 
QAR 43,683,600. While these calculations are very approximate, they 
nonetheless demonstrate that the hidden costs associated with training 
individuals a second time represents a large government expense.

Training Provided by Government-Owned Companies. Among 
government-owned companies, Qatar Petroleum is the largest train-
ing provider. It provides and/or sponsors a wide range of training pro-
grams for its existing and prospective employees. At present, it funds 
40 students in the Academic Bridge Program, more than 700 students 
at the College of the North Atlantic, and 70 students at Qatar Univer-
sity, as well as students in other post-secondary programs in Qatar and 
abroad. The company has a liaison officer who actively cooperates with 
the post-secondary institutions—for example, through involvement in 
curriculum development, membership in boards of trustees, arrange-
ment of summer internships and course projects in coordination with 
the company, and provision of state-of-the-art technology.

Qatar Petroleum also trains secondary school graduates for tech-
nical and clerical jobs, trains employee-level staff to enhance and 
develop their performance standards as part of their career progres-

4 ELS Language Centers teach languages under the auspices of Study in the USA, an 

education guide for international students. Information on the centers is available at http://

www.studyusa.com/factshts/els.asp.

http://www.studyusa.com/factshts/els.asp
http://www.studyusa.com/factshts/els.asp
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sion, arranges English language courses for employees and trainees at 
all levels, and manages various long-term academic programs.5

Private Training Providers. Non-governmental training provid-
ers, both for-profit and not-for-profit, train numerous people in Qatar 
each year. (Appendix C highlights five of these training providers.) 
One of these companies, New Horizons, trains on average 1,000 indi-
viduals per year in IT and business. It offers diplomas in a number of 
areas, such as administration, public relations and marketing, office 
management, and basic computer maintenance. Hi Tech, another 
private company, also trains about 1,000 people each year. It offers 
the Hi Tech international diploma, which certifies competency in the 
subjects offered: English language, communication, and general office 
and financial management. The ELS Language Center and the Brit-
ish Council each train approximately 5,000 people per year in English 
language skills.

Quality of Training. Although numerous training providers oper-
ate in Qatar, there are few direct measures for assessing the quality of 
the training they offer.6 We can make the following inferences based 
on indirect data, however. 

First, the non-governmental providers of training are exposed to 
the competitive forces of the marketplace. If the training they provide 
is not useful, people will stop seeking their services. Several of the non-
governmental training providers have trained 1,000 or more people a 
year for several years, which suggests that the training they provide 
is valuable. The government-owned companies that provide training, 
such as Qatar Petroleum, operate as private companies and thus are 
also subject to market forces. These companies thus have their own 
incentive to develop training programs that are demonstrated to make 
their employees more productive.

5 Further information on Qatar Petroleum training programs is available at http://

www.qatarization.com.qa/qatarization/qat_web.nsf/web/training.

6 The Higher Education Institute is currently carrying out an inventory of private training 

providers in Qatar and aims to develop a system of standards and certification to help regu-

late their operation.

http://www.qatarization.com.qa/qatarization/qat_web.nsf/web/training
http://www.qatarization.com.qa/qatarization/qat_web.nsf/web/training
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Second, most of the training providers, including the governmen-
tal providers, train their students for certification in internationally 
recognized programs. To the extent that these international certificates 
are actually linked to internationally accepted standards, the trainees 
who receive the certificates are gaining valuable skills.

Do Offerings Relate to Demand for Skills in Specific 
Occupations/Sectors?

As discussed in Chapter Three, the most important employment in the 
future for Qatari males will be in professional, technician, and sales 
and service worker occupations. This is true for Qatari females as well, 
except that females will be more likely than males to find employment 
in clerical jobs and in professional jobs in the government. Most of the 
demand is in mid- or higher-level positions in specific technical areas—
such as IT specialists, managers or administrators, customer service 
representatives, security and finance specialists, and engineers. Indi-
viduals with post-secondary education will be especially in demand.

Earlier in this chapter, we discussed the ability of data collected 
in our inventory of post-secondary education and training offerings to 
shed light on the extent to which existing institutions and programs 
are likely to meet current and future education and training demands. 
Overall, there is good coverage already in many of the high-demand 
fields considered important to the labor market both now and in the 
future. At the two-year diploma/certificate level, there are numerous 
training opportunities for individuals who want to pursue training in 
high-demand areas. The College of the North Atlantic provides train-
ing in the relevant technical fields (chemical, electronics, mechani-
cal engineering, telecommunications technician), as well as in busi-
ness administration and management, including office administration, 
which was mentioned as particularly important for women. It also 
offers certificates in IT training. Further, as discussed earlier, the IAD 
and the Training Center provide training in numerous areas to large 
numbers of people. And Qatar Petroleum provides and/or sponsors 
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training in a wide range of areas to hundreds of current and prospec-
tive employees.

There currently is ample opportunity to study such high-demand 
fields as engineering, computer science, and business at both the Edu-
cation City campuses and Qatar University at the undergraduate 
level (see Table 5.2, above). Opportunities to pursue graduate stud-
ies in the high-demand fields within Qatar are limited, however: an 
M.D. is offered at Weill Cornell Medical College and a master’s of 
business administration at Qatar University. And beginning in 2007, 
Texas A&M will offer a master’s of engineering and a master’s of sci-
ence degree. Students able to participate in the study abroad program 
can, of course, pursue their graduate studies at foreign universities; but 
students who cannot leave Qatar have very limited opportunities to 
pursue a graduate degree. This deficiency in opportunities for those 
who cannot go abroad disproportionately affects women, who are 
less likely than men to study abroad because of family and cultural 
considerations.

To summarize, the post-secondary education and training options 
available at the diploma/certificate and undergraduate-degree level are 
related to skills in occupations that are and will in the future be in high 
demand in the labor market. There is a post-secondary education gap, 
however, in the opportunities available for pursuing graduate stud-
ies in high-demand fields in Qatar. Given the considerable resources 
required to operate a high-quality doctoral degree program, the likely 
limited number of students academically prepared for doctoral study 
in Qatar, and the relatively low demand in Qatar for doctorates, the 
focus of new graduate programs will likely be on master’s degrees in 
career-related fields that are in high demand in the labor market (e.g., 
business, IT, and engineering).

How Do Offerings Relate to Demand for Skills?

Several training facilities in Qatar are designed to teach English and 
other broad skills. In addition to teaching general English language 
usage, some facilities, such as the ELS Language Center, teach special-
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ized English skills (e.g., English for business). Some of the main train-
ing providers teach communication skills as well as the English lan-
guage, and at least one, New Horizons, provides training in workplace 
behavior, which is one of the “soft skills” that employers indicated were 
very important yet lacking in many job candidates and employees.

One potential offering not readily available in Qatar is general 
academic skills (except for English) and remedial academic course 
work to strengthen an individual’s academic background and increase 
the likelihood that he or she will be admitted to a university and, once 
admitted, will perform well. Such an offering could benefit recent sec-
ondary school graduates not academically prepared for college, as well 
as adults who want to pursue post-secondary studies for the first time 
or return to finish studies begun earlier to enhance their position in 
the labor market. As discussed earlier, there are remedial education 
programs operating in Qatar, but they focus on specific areas or on stu-
dents who have already met post-secondary enrollment requirements. 
At present, the opportunities for students who have not met enrollment 
requirements and cannot do so without remedial academic course work  
are limited.

Do Offered Opportunities Differ by Gender?

In considering the post-secondary education and training opportuni-
ties in Qatar, it is important to account for differences between males 
and females in terms of the propensity to gain further education and 
training, success at completing such programs, and types of education 
and training pursued. Traditionally, males are outnumbered by females 
in completing secondary school, twice as many males as females fail 
examinations, and the school dropout rate is three times higher for 
males than for females (Planning Council, 2005). Further, of those 
individuals age 19 through 26, only 27 percent of males are enrolled 
in school, compared with 43 percent of females (Planning Council, 
2005). In the 2005–2006 school year, males accounted for less than 17 
percent of Qataris enrolled at Qatar University. These statistics, and the 
findings reported in earlier chapters, indicate that females on average 
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are more engaged and successful in their educational endeavors than 
males are. It is therefore important to understand whether females have 
the same educational opportunities as their male counterparts.

Most post-secondary education and training offerings are open to 
both men and women. The exceptions are a few areas within the sci-
ences at Qatar University that have formal gender restrictions making 
them open either only to men or only to women, but these are not in 
high-demand fields. Specifically, bachelor of science degrees in geol-
ogy, agricultural science, and the double major of geography and urban 
planning are open only to men at Qatar University, whereas degrees in 
biomedical science and in food science and nutrition are granted only 
to women. These differences are likely related to employment oppor-
tunities that traditionally have been open solely to men and solely to 
women in Qatar. Degrees in areas of importance to employers—such 
as engineering, computer science, and business—are granted to both 
men and women.

Some job training programs are also open only to men or women. 
In this case, the gender restrictions stem from cultural restrictions 
on the types of employment that men and women are to pursue. For 
example, the firefighter and security training programs offered by 
Qatar Petroleum are open only to men, and the clerical preparation 
program is designed for women only.

With respect to post-secondary education, a subtle issue is leading 
to a gender discrepancy in opportunity. Namely, because of family and 
cultural considerations, the opportunities for high-achieving students 
in Qatar to pursue high-quality four-year degrees in fields not cur-
rently offered at Education City campuses are more limited for women 
than for men. For example, if a talented young woman and a talented 
young man were both interested in studying humanities, which is cur-
rently not offered in Education City, their options would be to study 
at Qatar University or abroad. For young women, however, the likeli-
hood of going abroad to study is less than it is for young men, because 
of family and cultural considerations. Because this situation may keep 
young women from pursuing the education needed for high-demand 
occupations, special attention should be given to making opportunities 
available to them locally.
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Are There Gaps in the Offerings?

Our examination of the post-secondary education and training data 
suggested three areas in which current offerings do not meet the needs 
of the labor market. Moreover, our discussion of the available offerings 
in Qatar suggested that any identification of educational gaps should 
consider how the needs of specific groups of individuals are being met. 
We found that post-secondary options are available, to greater and 
lesser extents, to four specific groups of individuals:

High achievers: Secondary school graduates who qualify to go 
abroad, study at Education City or Qatar University, and poten-
tially pursue graduate studies.
University-ready: Secondary school graduates who qualify for 
study at Qatar University.
Not ready: Secondary school graduates who need remediation 
before pursuing a post-secondary education.
Adults: Any adult person wishing to pursue learning for career 
or individual reasons or needing remediation before pursuing 
university studies.

The first three categories all correspond to secondary school grad-
uates, who were the primary population of interest for this study. In 
addition, our review indicated that males and females have different 
needs and aspirations that must be considered. An analysis considering 
the groups and the gender differences together pointed to the following 
gaps in post-secondary offerings:

Limited opportunities for students who need remedial academic 
course work before they can be admitted to a university. These 
students include those in the not-ready group; they also include 
older adults who decide to pursue a post-secondary education.
Limited choices for high-achieving students in Qatar, especially 
women, who want to pursue high-quality four-year degrees other 
than those currently offered in Education City.
Lack of master’s degrees in career-related fields in Qatar. Master’s 
degrees in such fields as engineering, business, and computer sci-

1.

2.

3.

4.

•

•

•
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ence would provide skills valuable to the labor market. This gap 
affects high-achieving students.

The options for addressing these gaps in the provision of educa-
tion are discussed fully in Chapter Six.

Summary and Key Findings

This chapter has examined the extent to which existing post-secondary 
institutions in Qatar meet the nation’s education and training needs. 
Overall, we found numerous relevant post-secondary offerings in high-
demand fields at the two-year certificate/diploma and undergradu-
ate-degree levels, but very few offerings at the graduate level. We also 
found numerous entities in Qatar that provide training in most skill 
areas of importance to the labor market. In spite of overall good cover-
age in important education and training areas, however, there are gaps 
in provision that may need to be addressed.

Our key findings from this examination are as follows:

At the undergraduate level, the local offerings of Qatar Uni-
versity and the Education City campuses provide opportunities 
for both university-ready and high-achieving students to pursue 
degrees in high-demand areas at levels that match these stu-
dents’ preparation and ability.
The HEI offers numerous scholarship opportunities for students 
of different abilities to study abroad. This allows students to 
study a variety of fields at the best university to which they can 
gain admission, unconstrained by the fields offered in Qatar. 
This is particularly important at the graduate level, because few 
graduate programs are available in Qatar.
A review of the largest training providers identified numerous 
entities that provide training, including government ministries, 
government-owned companies, and private organizations, both 
for-profit and not-for-profit. The training provided covers many 
skills that are highly valued in the labor market. Overall, train-

1.

2.

3.
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ing opportunities in relevant areas appear plentiful, but the qual-
ity of these opportunities has not been systematically assessed.
While there is good coverage of high-demand fields in Qatar 
at the certificate/diploma level and undergraduate-degree levels, 
there are three notable gaps in the post-secondary offerings: 
limited opportunities for students who need remedial academic 
course work; limited choices in high-quality degrees in Qatar; 
and limited opportunities to study for a master’s degree. These 
gaps differentially affect men and women, recent graduates and 
those who graduated some time ago, and highly able students.

4.
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CHAPTER SIX

Options for Providing New Educational 
Opportunities

In the last chapter, we identified three notable gaps in Qatar’s avail-
able post-secondary educational opportunities that may require fur-
ther investment, and we discussed the types of individuals who could 
benefit from the different types of expanded educational services. In 
this chapter, we first discuss our approach to arriving at the concep-
tual costs and benefits associated with each of the options for post-
secondary investment. We then present the options for addressing the 
gaps and delineate the specific costs and benefits associated with each 
one. Our intent is to provide decisionmakers with guidance on how 
to prioritize possible investment in the three areas. Finally, we discuss 
the important need for coordination and long-term planning of invest-
ments in post-secondary education.

Conceptual Approach

Post-Secondary Investment Options

The options for investment for each post-secondary gap come primarily 
from areas of particular interest to Qatar’s government. The SEC asked 
RAND to consider the following broad post-secondary investment 
options, which we have labeled SEC 1, 2, and 3 to establish a clear link 
to the specific investment options presented for each gap:

SEC 1: Restructure programs at Qatar University.•
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SEC 2: Recruit new foreign institutions to Qatar.
SEC 3: Develop new government-sponsored post-secondary pro-
grams of less than four years.

These options focus on the provision of post-secondary programs in 
Qatar. The study abroad program and the scholarship system in Qatar, 
both of which are described in detail in Chapter Five, will continue to 
provide additional options for post-secondary education for qualifying 
students who are willing and able to go abroad.

Conceptual Costs and Benefits

To examine the conceptual costs of the various options, we adapted 
categories established in the literature on costs in education. As dis-
cussed in Cohn and Geske, 2004, the direct costs of education consist 
of costs paid by the school (e.g., for buildings, facilities, and faculty 
salaries) and costs incurred by students (e.g., for tuition, books and 
supplies, and transportation). In public universities, costs incurred by 
the school fall largely to the government; for private universities, stu-
dents pay a greater share of the cost through tuition. 

Conceptualizing costs is relatively straightforward because costs 
can be observed or measured fairly easily. For example, a post-secondary 
option that involves construction of a new building and facilities will 
be more expensive than an option that restructures degree programs 
without adding new infrastructure. Benefits of education, in contrast, 
are more difficult to conceptualize because they are to a certain extent 
subjective. What might be considered a benefit to one person, such as 
exposure to a new culture through study abroad, may not be consid-
ered a benefit to someone who values a more traditional education that 
reinforces the nation’s cultural values.

Because of this subjectivity, the best way to learn about the value 
a society places on education is to ask individuals how they view edu-
cational benefits. To meet the requirements of this study, we relied on 
individuals’ valuations of the benefits to both students and society of 
education in Qatar. This information came from the interviews with 

•
•
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Qatari employers and education leaders and the surveys we conducted 
during this study.1

Costs and Benefits of Post-Secondary Investment 
Options

This section presents investment options for each post-secondary edu-
cation gap identified in Chapter Five, along with conceptual costs and 
benefits for each option. We focus on options that make sense for gov-
ernment policy rather than on every option that might be available to 
students.2 Each discussion of the options, costs, and benefits associated 
with a post-secondary gap includes a summary table for ease of com-
parison across options. 

Gap: Limited Opportunities for Remedial Course Work 
Prior to Admittance for University Study

Investment Option for This Gap

Establish a government-sponsored community college (SEC 3)

Benefits:
Remedial course work. One of the missions of a community col-
lege is to provide the remedial course work necessary to prepare 
students to study for a four-year degree.
Open admission. Government-sponsored community colleges are 
open to any secondary school graduate and therefore provide a 
“second chance” to prepare for university studies for students who 

1 The literature on the economics of education describes general benefits to an individual 

and society from education, such as lower crime rates and economic benefits from research 

(Schultz, 1963; Cohn and Geske, 2004). Many of these general benefits are not particularly 

relevant to Qatar, so we focused on the educational benefits specific to Qatar, as detailed in 

our interview and survey data.

2 For example, a student might decide to hire a private tutor to better prepare for university 

admission or studies. This may be a useful choice for the individual, but it does not follow 

that government policy should support such an option.

•

•
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struggled academically during secondary school and adults who 
have been out of secondary school for some time.
Flexible schedule. Community colleges typically offer a flex-
ible schedule of course offerings that allows individuals to take 
classes part-time while continuing to work or meet family 
responsibilities.
Credit transfer with Qatar University. Course curricula at a gov-
ernment-sponsored community college and Qatar University can 
be coordinated so that students can transfer credits from the com-
munity college to Qatar University.
Broad mission. Community colleges typically have a broader 
mission than a university does, and usually offer course work to 
improve general skills as well as academic skills. Therefore, even 
individuals not wishing to pursue a four-year degree could benefit 
from attending a community college.
Centralization of existing non-degree programs. Current non-degree 
programs that support post-secondary education—typically reme-
dial or preparatory programs such as the Qatar Foundation’s Aca-
demic Bridge Program, Qatar University’s Foundation Program, 
parts of Qatar University’s Continuing Education Program, and 
the College of the North Atlantic’s Access programs—could be 
centralized at a government-sponsored community college. Cen-
tralization would create administrative efficiencies by providing 
all college preparatory and remedial work at a single institution, 
and would allow the other post-secondary institutions to focus on 
their core missions. For example, Qatar University could focus 
solely on college-level training if the remedial work currently at 
the Foundation Program were shifted to a community college.

Costs:
Possible new infrastructure. If no existing facilities and building 
were available, start-up infrastructure costs for a new building 
and facilities would have to be incurred.
Possible hiring of new faculty. Some Qatar University faculty could 
teach at a community college, but it is likely that some new fac-
ulty would have to be hired.

•

•

•

•

•

•
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Curriculum development. New remedial-level curricula might 
have to be developed (or adapted from existing programs) to meet 
the needs of those not ready for university study.

Table 6.1 provides a summary of the benefits and costs associated 
with the option for remedial education.

The community college option holds promise for transforming 
post-secondary education in Qatar not only by meeting the need for 
college preparatory courses, but also by streamlining operations in cur-
rent post-secondary institutions. These high-potential benefits may 
be costly, however. New buildings and facilities may need to be con-
structed to accommodate a community college, and new faculty may 
need to be hired.

While a new community college could fill a gap in Qatar’s higher 
education system, it will not be a worthwhile investment if no one 
enrolls in it. Given the goals of Qatarization, many individuals could 
benefit from the kinds of education and training provided by a com-
munity college, but it is not possible to know whether the people it is 
intended to serve will actually enroll. It could, for example, be viewed 
as lacking prestige compared to Qatar University, making those it could 
benefit hesitant to enroll because there is a stigma attached to attend-
ing a community college. A full feasibility study is needed to determine 
the potential number of people who would attend a community college 
and the additional number of faculty that would be required.

Table 6.1
Summary of Benefits and Costs: Option for Remedial Education Prior to 
University Study

Option Benefits Costs

Community 
college

Remedial course work Possible new infrastructure

Open admission Possible faculty hiring/training

Flexible schedule Curriculum development

Credit transfer to Qatar University

Broad mission that meets needs of 
many

Centralized non-degree programs

•



94    Post-Secondary Education in Qatar

Part of the market segment that remedial education targets 
is adults, many of whom may have family and work obligations 
that make school costly. An important issue to consider is whether 
something can be done to ease the financial burden for adults who 
want to receive post-secondary education and training. One way to 
help alleviate the financial burden is to develop a financial aid pro-
gram that is designed specifically to fund the post-secondary educa-
tion and training of adults. This aid could take the form of scholar-
ships for adults to attend post-secondary institutions, and vouchers 
that adults could use to gain training in high-demand areas (such 
as English and ICT; see Chapter Three for this subject). Recipients 
could use the funds for studies toward any type of academic degree, 
including studies at a community college (if one were to become avail-
able) and, perhaps, to pay for tutoring in preparation for college study. 
The vouchers could be used to receive training from a provider on an 
approved list, such as a list developed by the HEI. An attractive fea-
ture of a voucher program is that it allows individuals to pursue train-
ing wherever their needs are best met, including in the private sector.

Research on the feasibility of a financial aid program for adults 
is needed to assess whether there would be demand for such an option 
and, if there is, to work out the details of how it would work and how 
it would be coordinated with existing financial aid programs. As dis-
cussed in Chapter Five, the current aid programs target traditional, 
younger students.

Gap: Limited Four-Year Degree Choices for High-Achieving 
Students in Qatar Beyond Those Offered in Education City

Investment Options for This Gap

A. Recruit a top liberal arts college to Education City (SEC 2)

Benefits:
More high-quality degree choices locally. Current Education City 
degrees are primarily in career-related fields (e.g., business, engi-
neering, computer science). Establishing a top liberal arts col-
lege will provide more high-quality four-year degree options for 

•
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students, particularly women, who do not participate in study 
abroad.
General education service role. A top liberal arts college could pro-
vide a service role in Education City by offering general education 
courses for the other Education City branch campuses that spe-
cialize in fields that are more career related. Each branch campus 
could then specialize in what it does best.
Enhanced regional prestige. Establishing a top liberal arts college 
would make Education City more well rounded and may further 
enhance its regional prestige.
Improved English skills. Offering more liberal arts courses in Edu-
cation City would provide an experience very similar to studying 
abroad in the United Kingdom or United States and is likely to 
improve the English skills of students.
Improved preparation for graduate study. Students who ultimately 
want to pursue graduate studies in the liberal arts will be able 
to receive strong preparation in Qatar before going abroad for 
graduate study.

Costs:
Start-up infrastructure. A new branch campus in the liberal arts 
would likely require a new building and facilities.
Faculty and staff. Faculty who agree to teach in the Education City 
branch campus would receive expatriate compensation packages, 
which include items such as salary bonuses, travel allowances, and 
housing allowances. Similar costs would apply for administrative 
staff.

B. Develop Qatar University Honors Program (SEC 1)

Benefits:
High-quality degrees in a traditional setting. Some individuals and 
their families prefer a traditional, gender-segregated educational 
environment, which is not available in Education City. An honors 
program at Qatar University would provide a high-quality edu-
cational experience in a traditional setting. This is particularly 
important for high-achieving women who do not participate in 
study abroad.

•

•

•

•

•

•

•
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Improved preparation for graduate study. Students who go on to 
graduate studies will be better prepared to do so than current 
Qatar University graduates are.

Costs:
Curriculum development. New honors courses would require that 
new curricula be developed, which could possibly include costs 
for hiring outside expertise.
Faculty professional development. The faculty teaching in the 
honors program may need professional development, and exter-
nal expertise may have to be hired to provide training.
Administration. The new program will have administrative costs 
associated with hiring staff to support the faculty teaching in the 
program.

Table 6.2 summarizes the benefits and costs associated with the 
options for providing four-year degree choices.

Establishing a top liberal arts program in Education City has the 
potential to streamline the way in which post-secondary education is 
delivered in Education City. This option represents a major investment 
in infrastructure and faculty to provide the additional degrees and 
general education courses. The option of a Qatar University honors 
program would cater to the highest-achieving students at the Univer-

Table 6.2
Summary of Benefits and Costs: Four-Year Degree Choices for High-
Achieving Students in Qatar

Option Benefits Costs

Top liberal arts 
college

More local high-quality degree 
choices

Start-up infrastructure

Expatriate faculty and 
staffGeneral education service role

Enhanced regional prestige

Improved English language skills

Improved preparation for graduate 
studies

Qatar University 
honors program

High-quality degrees in traditional 
setting

Curriculum development

Faculty training
Improved preparation for graduate 
studies

Administrative

•

•

•

•



Options for Providing New Educational Opportunities    97

sity and represents considerably more modest costs than the option of 
establishing a new liberal arts institution. While the quality of a new 
campus of an established liberal arts college would, of course, be well 
known, the quality of a Qatar University honors program would be 
uncertain, at least in the short term, because the program would be a 
new enterprise. With time and sustained commitment from the Qatar 
University community, a good standing for the honors program may 
well be achievable.

Gap: Lack of Master’s Degrees in Career-Related Fields in 
Qatar

Investment Options for This Gap

A. Expand offerings of current Education City campuses to include 
master’s degrees in career-related fields. (Combines the program 
restructuring element of SEC 1 with the foreign institution element 
of SEC 2.)

Benefits:
High-quality graduate education in Qatar. Students would receive 
an advanced education locally that is comparable to the educa-
tion attained at top-tier universities abroad. This is particularly 
beneficial for students, typically women, who do not participate 
in study abroad.
Enhanced regional prestige. Providing high-quality graduate edu-
cation in Qatar would further establish Qatar as a regional leader 
in education.
Improved research capabilities. Bringing top-tier graduate educa-
tion to Qatar would increase the research done in country, which 
has the potential to benefit Qatar’s industry and economy.
Improved English skills. Students pursuing a graduate education in 
Qatar would improve their English language skills in a manner 
similar to that of top universities in the United Kingdom or 
United States.

Costs:
Some infrastructure. Because the current Education City cam-
puses have already built new buildings and facilities, no costs for 

•

•

•

•

•
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these items need be incurred. However, some new facilities may 
be needed to support research.
Possible additional faculty. More faculty may have to be brought 
in from the home campuses to support additional teaching and 
research and to mentor graduate students.
Some administration. Additional support staff may have to be 
hired if current undergraduate support staff cannot take on the 
administration of the graduate programs.

B. Restructure Qatar University programs to begin offering more 
master’s degrees in career-related fields (SEC 1)

Benefits:
Graduate education in a traditional setting. Some individuals and 
their families prefer a traditional, gender-segregated education 
environment, which is not available at Education City. Gradu-
ate programs at Qatar University would provide a graduate-level 
educational experience in a traditional setting. This is particularly 
important for women who do not participate in study abroad.
Improved research capabilities. Establishing graduate education at 
Qatar University would increase the country’s research capacity, 
which has the potential to benefit Qatar’s industry and economy.

Costs:
Some infrastructure. Because Qatar University currently focuses 
on undergraduate education, some new facilities designed to sup-
port research may be needed if existing facilities can support only 
teaching.
Faculty professional development. Because Qatar University faculty 
focus on teaching undergraduates, they may need professional 
development to enable them to teach and work with graduate stu-
dents. There may also be a need to hire more faculty to support 
additional teaching and research, as well as to mentor graduate 
students. A short-term solution would be to hire visiting faculty 
on a temporary basis.
Some administration. Additional support staff may have to be 
hired if current undergraduate support staff cannot take on the 
administration of the graduate programs.

•

•

•

•

•

•

•
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A summary of the benefits and costs associated with offering 
master’s degrees in career-related fields is provided in Table 6.3.

In contrast to the post-secondary investment options related to 
the previous two educational gaps, neither of these options requires 
major investment in entirely new infrastructure. Rather, both rely on 
expanding existing institutions to go beyond undergraduate education 
and provide master’s degrees in career-related areas. The main differ-
ence between the two options is the quality of the master’s programs 
provided. The master’s programs at the Education City campuses are 
already well-established at U.S. campuses, and their high quality is vir-
tually guaranteed. In contrast, the master’s degree programs at Qatar 
University would be new and would take time to develop and become 
established. In addition, any plans for expanding Qatar University will 
need to be considered within the University’s ongoing reform process. 
Currently, Qatar University’s focus is on undergraduate education, 
with selected offerings at the master’s level that reflect the University’s 
current strengths and the nation’s needs.

We do not recommend that a new foreign institution be recruited 
to Education City. Our inventory of post-secondary education and 
training offerings, discussed in Chapter Five, revealed that the current 
branch campuses in Education City provide exceptional opportunities 
for degrees in career-related fields that are in high demand in the labor 
market. Therefore, expansion of the existing programs to include mas-
ter’s degrees in career-related fields will fill this educational gap. We 

Table 6.3
Summary of Benefits and Costs: Master’s Degrees in Career-Related Fields

Option Benefits Costs

Master’s degrees at 
current Education 
City campuses

High-quality graduate 
education in Qatar

Some infrastructure

Possible additional faculty
Enhanced regional prestige Some administrative
Improved research capabilities

Enhanced English skills

More master’s degrees 
at Qatar University

Graduate education in 
traditional setting

Some infrastructure

Faculty professional 
developmentImproved research capabilities

Some administrative
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also note that the study abroad program is still an option for students 
wanting to pursue graduate degrees, so the Qatar University graduate 
programs will be most relevant for those students who choose not to 
go abroad to study.

Coordination and Planning for Post-Secondary Education 
Investment

Along with the costs and benefits of the various post-secondary options, 
it is crucial to emphasize the necessity of developing an overarching, 
long-term plan for post-secondary investment. Any implementation of 
these options should be coordinated among the relevant institutions 
so that new investments mesh with the current post-secondary land-
scape. The options discussed in this chapter require coordination across 
multiple organizations, including the SEC, the Qatar Foundation, the 
HEI, and Qatar University. Our interviews with key employers and 
education stakeholders indicate that no such coordination mechanism 
currently exists.

Employer input may also be beneficial to the coordination and 
planning process in that it will aid in understanding potential labor 
market demand for new educational services. Moreover, labor market 
incentives and policies can affect educational choices. For instance, 
because men with a secondary education can find well-paying, secure 
jobs in the government (including in the police and military), they have 
few incentives to pursue post-secondary education. Labor market and 
employment policies may need to change if it is important that more 
men pursue post-secondary education in high-demand areas. In other 
words, providing more options may not, by itself, produce the desired 
results. As the Planning Council (2005) noted, Qatar currently lacks a 
labor market information system and the capacity for labor analysis or 
manpower planning.

Many of the options we have discussed for addressing post-
secondary education gaps in Qatar are designed to fill the gaps on a 
large scale. However, it is worth mentioning that the results of a full 
feasibility study to assess the demand for these additional services may 
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open the way for other options that are small scale and low cost. For 
example, if enrollment burgeons over time in high-demand fields, it 
may be more appropriate to increase class sizes, hire additional fac-
ulty, and/or add more sections of important courses than to establish a 
new institution. With careful planning and a full feasibility study, the 
scale on which to address the post-secondary gaps will become more 
evident.
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CHAPTER SEVEN

Recommendations

Throughout this report, we have highlighted our key findings for each 
research question addressed by the study. In this chapter, we summa-
rize our recommendations, including items for further consideration, 
based on those key findings.

Recommendation One

We recommend that the three gaps we identified in Qatar’s current 
post-secondary education offerings be considered as areas for future 
investment, as follows:

To address the gap resulting from the limited opportunities for 
remedial course work prior to admittance for university study, 
consider the option of establishing a government-sponsored com-
munity college. Addressing this gap will benefit students not ready 
for college and adults.
To address the gap resulting from the limited number of four-year 
degree choices for high-achieving students in Qatar beyond the 
current Education City offerings, consider two options: (1) that of 
recruiting a top liberal arts college to Education City, and (2) that 
of developing a Qatar University honors program. Addressing this 
gap will benefit high-achieving students.
To address the gap resulting from the lack of master’s degrees 
offered in career-related fields in Qatar, consider two options: (1) 
that of expanding the offerings of current Education City cam-

•

•

•
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puses to include master’s degrees in career-related fields, and (2) 
that of restructuring Qatar University programs to begin offering 
more master’s degrees in career-related fields. Addressing this gap 
will benefit high-achieving students.

Recommendation Two

We recommend that a financial aid program for adults be developed to 
help finance post-secondary education and training for adults.

Recommendation Three

Prioritization

We highly recommend that before any investments are made, Qatari 
policymakers prioritize the post-secondary gaps according to the value 
to be gained—by both the economy and the society—from addressing 
them. In doing so, policymakers should consider a number of issues, 
one of which is whether an investment addresses areas of national 
significance in furthering Qatar’s economic and social goals. For 
example, providing high-quality graduate training will go a long way 
toward developing future leaders of the country, particularly women. 
The same reasoning applies to investing in new high-quality under-
graduate programs. And community colleges may provide valuable 
training to many secondary school graduates not currently pursuing 
post-secondary education.

A second vital issue is the number and type of individuals that 
will benefit from the different investments. A community college could 
serve a wide segment of society, particularly those individuals who were 
not high-achieving students in secondary school. In contrast, invest-
ments in high-quality undergraduate education and graduate educa-
tion will serve a relatively narrow segment of society—the most aca-
demically talented individuals. In a country such as Qatar, which has 
a small population, it is important to provide education and training 
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opportunities to all types of individuals. However, which type of stu-
dent takes priority at this time is a matter of strategic planning.

In prioritizing additional investment in local post-secondary edu-
cation, it is important to consider the trade-off between students study-
ing in Qatar versus studying abroad. Students can receive an educa-
tion commensurate with their abilities through both of these forms of 
study, and each option has distinct advantages.

Feasibility Study

After determining the priorities for investing in post-secondary educa-
tion areas, the next step is to conduct feasibility studies to determine 
with greater detail and specificity what is involved in investing in each 
area. Chapter Six discusses the conceptual benefits and costs associated 
with investment in the various options, but these are rather general, and 
a closer look at the detailed benefits and costs is needed. For example, 
if it is determined that more graduate education should be provided 
in Qatar, a feasibility study will help uncover exactly what would be 
involved in providing more graduate programs at Qatar University or 
what further investment would be required to enable Education City 
campuses to offer graduate degrees in Qatar.

The same issues are relevant to some extent for the other types 
of educational investments. Before investing in local graduate pro-
grams and additional high-quality undergraduate fields of study, the 
demand for such offerings among potential students needs to be deter-
mined. With respect to these two offerings, however, it needs to be 
noted that there are societal benefits associated with their provision, 
so the actual number who will take advantage of them may be some-
what less of a concern. For example, providing just a few Qataris with 
high-quality master’s degrees will have the added advantage of prepar-
ing highly trained individuals who can take on the highest level of 
leadership in the country and who will serve as role models to young 
Qataris. Further, as discussed in Chapter Six, Qatar’s regional prestige 
will be enhanced as other countries look to Qatar as the region’s model 
for first-rate higher education. Having more graduate programs will 
also provide a more stimulating research environment in the country, 
which will benefit Qatar University and provide research and devel-
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opment for local industries. We make these points to illustrate that it 
is essential that the broader implications of the investments in post-
secondary education be considered.

Conclusion

The development of Qatar’s economy and society depends crucially on 
the education and training of its citizens. To develop a new generation 
of leaders who can continue to move Qatar forward in an increasingly 
global economy, Qatar must provide its young people with the best 
possible opportunities for post-secondary education and training. As 
this study has shown, in recent years, Qatar has invested heavily in 
post-secondary education—for example, in its establishment of both 
Education City, which provides top-tier education in selected fields in 
Qatar, and the HEI, which provides an opportunity for Qatari stu-
dents to study at colleges and universities throughout the world. Qatar 
has been a regional leader in aggressively pursuing education reform at 
all levels, reforms that over time should contribute to building a more 
highly educated and thoroughly trained workforce and a more knowl-
edgeable society.

This study has also shown that the post-secondary opportunities 
available in Qatar today are aligned with future employment demands, 
including employment outside the government sector. There are areas 
where Qatar’s post-secondary education system can be developed fur-
ther, however, and the study has detailed some specific ways in which 
Qatar’s post-secondary education system can be strengthened through 
targeted educational investment.

Finally, this study has indicated that Qatari leadership must 
examine the investment options as part of the bigger picture. Although 
Qatar already provides many post-secondary education opportunities, 
enrollment rates for Qatari males remain low—partly because of the 
availability of secure, well-paying government jobs that do not require 
post-secondary qualifications. What this means is that the kinds of 
investment options discussed here may not, on their own, be able to 
change this pattern of post-secondary participation. Thus, any strate-
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gic planning with respect to post-secondary education must consider 
not only the educational landscape in Qatar, but also the labor and 
employment policies that may be working against the nation’s educa-
tional goals. The leadership has supported a number of studies of the 
labor market (for example, an examination of ways to reduce the gov-
ernment sector) that may provide important information as strategic 
planning moves forward. Careful consideration of this study’s recom-
mendations, combined with broad strategic planning, should help in 
Qatar’s development of the best educational opportunities for its future 
generations.
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APPENDIX A

Study Approach and Methods

We relied on a number of different data sources in answering this 
study’s research questions. We collected primary data through three 
methods: a set of formal and informal interviews with employers in the 
broader public and private sectors, telephone interviews with a sample 
of Qataris who had left secondary school in 1998, and surveys filled out 
by a sample of secondary school seniors who were at least 18 years of 
age. We also carried out an inventory of post-secondary education insti-
tutions and training establishments. Secondary data sources included 
census and labor market data reported by the Planning Council, addi-
tional interview data from prior and concurrent RAND studies, and 
data provided by the HEI. This appendix discusses our data collection 
procedures and analyses for these different data sources.

Employer Interviews

Employers

We sought to gather views from a range of employers, to include the 
public and private sectors and roughly in proportion to the distribution 
of Qatari employees over these sectors. As only 2 percent of Qataris are 
employed in the private sector (Planning Council, 2005), most of the 
formal interviews were carried out in organizations belonging to the 
broader government sector.
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It is useful to understand the differences in the types of organi-
zations that make up Qatar’s public sector, in which most Qataris are 
employed. There are four types of governmental entities:

Ministries: Purely governmental agencies that follow the employ-
ment regulations of the Ministry of Civil Service Affairs and 
Housing (MoCSAH).
Authorities: Service-focused, non-profit entities funded by the 
government (e.g., Civil Aviation authority).
Councils or supreme councils: Publicly funded entities that reflect 
the government’s current area of policy focus. They are usually 
headed up by one of the nation’s leaders and enjoy independent 
status as to setting salaries and budgets.
Public corporations: For-profit entities that are assigned an ini-
tial budget, which is treated as starting capital, by the govern-
ment. Some provide public services for which they charge but 
are not set up as commercial profit centers. Although they have 
the potential to turn a profit, none do (e.g., Hamad Medical 
Corporation, Q-Post, Kahramaa). Others are set up as com-
mercial profit-making entities for the government, are self-
managed, and, if successful, can offer shares to the public (e.g., 
Qatar Petroleum, Aspire, Qatar Airways).

As discussed in Chapter Two, labor market analyses distinguish 
between corporations fully and partly owned by the state, referring to 
those partly owned as constituting the “mixed” sector. In addition, the 
private sector includes establishments that are fully privately owned or 
are at least 51 percent Qatari-owned in some industries.

Sample Selection and Procedures

We first developed a list of candidate organizations in the public and 
private sectors. We approached each organization to set up interviews 
with an executive, sometimes the human resources manager, and in 
some cases a supervisor of frontline employees. Typically, interviews 
were conducted by at least two members of the research team, one 
conducting the interview while the other took notes. In a few cases, 

1.

2.

3.

4.
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the executive invited the human resources manager or a staff person 
involved in training. Interviews varied from about an hour to a half-
day presentation and question-and-answer period that included six staff 
holding different roles (e.g., executives, supervisors, trainers). Formal 
interview notes were entered into ATLAS.ti, a text management pro-
gram, and coded by interview question.

The interview guidelines for the executive protocol were designed 
to gather information related to the main study questions and to cover 
a variety of topics, including: types of knowledge, skills, and attitudes 
needed in high-demand occupations; whether applicants have neces-
sary skills; hiring and advancement of female employees; types of jobs 
open to secondary school and post-secondary graduates; workforce 
characteristics (gender, nationality); skill differences between Qatari 
and non-Qatari employees; training and other strategies for acquir-
ing skills; extent to which strategies are successful; and connections to 
education (e.g., knowledge about current education reforms, activities 
with schools). Supervisors were asked similar types of questions, with 
more emphasis on the specific job skills needed and less emphasis on 
organizational strategy.

Respondents participated under conditions of confidentiality and 
are therefore not named or directly quoted in this report. Table A.1 
shows the organizations interviewed and the number of respondents.

Survey of 1998 Secondary School Graduates

In March 2006, trained researchers conducted the survey of 1998 
secondary school graduates by telephone. We chose the 1998 cohort 
because these individuals, in 2006, would have had eight years of 
experience since graduating from secondary school. This time frame 
allowed us to examine transitions from secondary school and from 
post-secondary education or training into the labor market.

Survey Design

The survey gathered background information (e.g., gender, marital 
status) and included questions about employment and educational 
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Table A.1
Formal Interviews Conducted

Organization Type of Organization Respondent (No.)

Ministry of Interior Ministry Executive (1)

Qatar Armed Forces Ministry Executive (1)

SEC Evaluation and Education 
Institutes

Council Executive (2)

Supreme Council for 
Information Technology

Council Executive (1)

MoCSAH Ministry Executive (1)

Hamad Medical Corporation Public corporation Executive (2);
supervisor (1)

Qatar Petroleum Public corporation Executive (1);
supervisor (4)

Qatar Airways Public corporation Executive (1)

Qatar National Bank Public corporation Executive (1);
supervisor (1)

Sheraton Hotel Doha Private company Executive (1)

background and current status. In addition, a supplemental form was 
developed that targeted currently unemployed people to take a deeper 
look at the reasons behind their unemployment, their needs, and the 
obstacles they faced.

The main questionnaire first asked for demographic information, 
including marital status and number of children, and then asked about 
labor market histories, including the respondent’s current employment 
status and number of jobs held since graduating from secondary school. 
We then asked respondents who had ever held a job a series of questions 
pertaining to their first and their most recent jobs, including: type of 
employer (e.g., government ministry, government enterprise), job title, 
and job duration. For the most recent job, we also collected informa-
tion on how the respondent found out about the job, minimum level of 
education required, specific skills required by the job, and extent and 
type of training respondent received to learn these skills.

The next part of the main questionnaire asked about attitudes 
toward work and schooling. One battery of questions was on the impor-
tance of particular job characteristics in determining choice of career. 
The second set of questions asked whether the respondent agreed with 
a series of statements about school and work.
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The final portion of the main questionnaire was on education. We 
collected information on current level of schooling and school enroll-
ment, as well as on plans for pursuing additional education. For indi-
viduals who only completed secondary school, we asked about their 
reasons for not pursuing additional schooling. For respondents who did 
go on to post-secondary school, we asked for the type of school (e.g., 
vocational or four-year), major field of study, and whether a degree was 
received.1

The supplement for those not employed was designed to collect 
information on the experiences of individuals who chose not to work or 
who were unable to find a job they thought suitable. It asked whether 
the respondent was looking for work and, if so, what barriers they were 
facing in looking for a job. For respondents not looking for work, we 
asked about their reasons for choosing not to be in the labor force.

The survey was developed in English, pilot-tested by each inter-
viewer, revised by the team, translated into Arabic, and then (for analy-
sis purposes) back-translated into English.

Sample Selection and Procedures

The population from which we drew our sample comprised students 
who had graduated from secondary school in 1998. To identify these 
individuals, we used data from the Ministry of Education that con-
tained a record for each individual who registered for the 1998 Sec-
ondary School Exit Exam (those who register are primarily from gov-
ernment schools, but students at the Religious Institute, the Industrial 
Institute, and private Arabic schools also register). Students who failed 
the 1998 exit exam did not graduate in 1998, so we only sampled from 
the set of students whose exit exam records indicated they had success-
fully passed (some students who failed may have passed and graduated 
at some later date; they would not have been included). Out of 2,620 
students who took the exit exam in 1998, 1,881 passed. Of these, 676 
were male (36 percent) and 1,205 were female (64 percent).

1 We collected this information for the first and the most recent post-secondary school the 

respondent had attended. 
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Our goal was to administer the survey to 50 men and 50 women 
from this population. We used a strategy of random sampling with 
replacement, which ensured that each individual had an equal prob-
ability of being selected. We first drew an initial sample of 450, which 
was reduced to 399 after deleting duplicate names. Of these, 146 were 
males and 253 were females. Each name was given an identification 
number and randomly assigned to an interviewer on the research team 
of the same gender. Each interviewer had a target number of interviews 
to complete based on his or her time availability during the data collec-
tion period. Each went down his or her list until the target number of 
interviews had been completed.

Interviewers made a maximum of three attempts to reach any one 
person on their list using the phone number provided by the Ministry 
of Education as a starting point. The attempts took place over different 
times of the day and over at least two different days. The timing of the 
calls took into consideration local working hours, local weekends, and 
other social factors. If after three attempts the interviewer had failed to 
reach the person, or to conduct an interview, he or she documented the 
facts and moved on to the next name on the list. Ultimately, we were 
able to complete 99 anonymous interviews, 50 with males and 49 with 
females. All interviews were conducted in Arabic.

Representativeness of Sample

The exit exam database includes information on the student’s second-
ary school field of study. We can assess the representativeness of the 
interviewed sample by comparing the distribution of field of study in 
the population to that observed in our sample. The results, shown in 
Table A.2, suggest that the sampled individuals are reasonably typical 
of the overall population, at least in terms of secondary school field of 
study. Females who studied science or literature, math, and science are 
slightly under-represented, and females who studied French literature 
are over-represented. For males, the proportions of students special-
izing in a particular field are very similar in both the sample and the 
overall population.

Table A.3 compares the sample’s percentage of individuals having 
more than a secondary degree with that in the 2004 census. To approx-
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Table A.2
Field of Study, 1998 Survey Respondents and All 1998 Secondary School 
Graduates, by Gender

Percent Women Percent Men

Population Sample Population Sample

Science 30 24 38 40
Literature, math, 
and science 

52 47 52 50

French literature 18 29 2 0
Industrial 0 0 5 8
Commercial 0 0 2 2
Religious studies 0 0 0 0
SOURCE: Authors’ calculations based on Ministry of Education exit exam database and 
survey responses of 1998 cohort.

imate the population from which we drew the sample, we restricted 
our attention to individuals in the census who were age 25 to 29 and 
had at least a secondary degree. Note that even with this restriction, 
the census and survey sample are not completely comparable, since 
not all individuals in the 1998 cohort were age 25 to 29 at the time of 
the 2004 census. However, this is the closest comparison that can be 
made. The results suggest that the women in the sample may be some-
what better educated than women in the overall population, with 79 
percent of women in the sample having more than a secondary degree 
compared to 61 percent in the census. In contrast, the rate of post-
secondary schooling for men is nearly identical in the sample and 
census (51 percent in the sample and 46 percent in the census).

Table A.3
Those with More Than a Secondary Degree, 1998 Survey 
Respondents and 2004 Census Figures, by Gender

Percent with More Than a Secondary Degree

Sample 2004 Census

Males 51 46
Females 79 61
SOURCE: Authors’ calculations based on 1998 cohort survey 
responses and published tabulations from 2004 census (Planning 
Council, 2004). Census figures refer to Qataris age 25–29 with at 
least a secondary degree.
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Analysis Approach

To analyze these data, we made comparisons of sample means and pro-
portions across different groups identified in the data. For instance, we 
made extensive comparisons of the responses of males versus females 
and, because they were particularly relevant to policymakers, the 
responses of individuals who had pursued post-secondary schooling 
and those who had not. Where appropriate, we used standard statisti-
cal tests (e.g., t-test, chi-square test) to see if differences across groups 
were statistically significant. A significance level of 5 percent was used 
throughout.

As noted previously, we sampled an equal number of males and 
females even though there are more females than males in the sampling 
universe.2 For analysis purposes, the survey responses are weighted 
to adjust for the proportion of males and females in the population. 
Specifically, the sample weight for female respondents is equal to the 
ratio of the share of females in the population to the share of females 
in the sample: (1205/1881)/(49/99) = 1.29. The weight for males is 
(676/1881)/(50/99) = 0.71.

Survey of 2006 Secondary School Seniors

Survey Design

The student survey was designed to gather information about second-
ary school students’ educational and career aspirations, and about the 
factors that may affect those aspirations. The survey began with back-
ground questions, including date of birth, gender, nationality (Qatari 
or non-Qatari), course of study, current grade, year in current grade 
(first time or repeating), and father’s and mother’s level of education.

The second part of the survey asked students about their plans 
for the future, such as what they planned to do directly after graduat-
ing from secondary school, and what factors affected those plans (e.g., 
parental advice, religious beliefs, societal expectations).

2 Note that the population in this case refers to all individuals in the Ministry of Education 

database who were seniors in 1998 and passed the exit exam.
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Students were also asked several questions about work and careers, 
including what type of job they would like to have, the preparation 
they would need to reach their career goal, and the type of organiza-
tion in which they would like to work (e.g., government, government 
enterprise).

Students were also asked about the importance of different job 
characteristics to their choice of job, such as salary, work environment, 
benefits, and about the factors that might help or prevent them from 
achieving their career goals. Finally, we asked students for their opin-
ion on a number of statements about school and work. These items 
were partly designed to gather some empirical data that could support 
or refute opinions of employers and others about what motivates young 
Qataris. For example, prior RAND studies identified a prevailing view 
that Qataris, especially men, were mostly motivated by salaries and 
prestige and preferred jobs with shorter working hours (Brewer et al., 
2007). These items also tapped attitudes about women and work, an 
important policy issue in Qatar as the government seeks to increase 
women’s workforce participation.

The draft survey was written in English, translated into Arabic, 
and then back-translated into English. A member of the research team 
pilot-tested the survey. The Arabic version of the survey was adminis-
tered in all schools.

Sampling Strategy

We employed a random sampling strategy, stratified by school gender 
and school type, to select 11 secondary schools that represent the diver-
sity of schools in Qatar. The sample included four Ministry of Educa-
tion schools, two generation I Independent schools, three generation 
II Independent schools, and two private schools. Definitions of these 
different types of schools are as follows:

Ministry of Education schools operate under the direct supervi-
sion of Qatar’s Ministry of Education.
Independent schools are publicly funded and operate under con-
tract to the SEC’s Education Institute. Part of a recent K–12 
education reform, the generation I Independent schools opened 

•

•
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in September 2004, and the generation II Independent schools 
opened in September 2005.
Private schools are fee-charging education organizations licensed 
by the Ministry of Education but otherwise not subject to direct 
oversight.

After the list of schools was generated, we used a database con-
taining names of students in their third year of secondary schooling in 
each Ministry of Education, Independent, and private Arabic school to 
identify those students in each school who would be 18 years of age or 
above at the time the survey was to be administered. A list of student 
names for each school was generated and sent to the school’s principal, 
who set aside a classroom in which to administer the survey. A member 
of the study team administered the survey to all eligible students who 
were in attendance on the day of the survey administration. Participa-
tion was voluntary and anonymous. Virtually every student agreed to 
participate. Due to scheduling conflicts, one of the private schools did 
not participate. In all, 260 students—106 males and 154 females—
completed the survey.

The first item of the survey asked for date of birth, which allowed 
us to double check that all participants were at least 18 years old. By 
surveying only students age 18 and older, we avoided the process of 
obtaining parental permission. Given the short time span and other 
demands of the larger study, we were concerned that the parental-
permission process could cause delays in data collection. It also seemed 
unlikely that by singling out 18-year-olds, rather than surveying 
seniors of all ages, we would bias the results in any meaningful way. As 
it turned out, most principals informed the selected students’ parents 
about the survey, and no objections were raised.

The survey was closed-ended except that students were asked to 
write in the kind of job they would most like to have. These written 
responses were translated into English, and completed surveys were 
sent to RAND’s Survey Research Group for data entry.

•



Study Approach and Methods    119

Sample Weighting

Survey responses were weighted to reflect the distribution of 18-year-
olds across the different types of schools in Qatar. We used data from 
the Ministry of Education to determine the number of 18-year-olds 
during the period of the survey administration across all school types 
in Qatar. We constructed weights using the following formula:

w
N

a

a
s

S
POP

S
SAMP

1
.

Each student observation is weighted by ws, with s representing 
the school that the student is enrolled in. N is the sample size, as

POP 

is the share of students enrolled in school s to the total population of 
students (who were 18 and above during survey administration), and 
as

SAMP is the share of students in school s to the total sample of students. 
A student from a school that was over-sampled relative to the popula-
tion was weighted down because that student represented a larger share 
of the sample, and vice versa for students who were under-sampled. 
These weights were used in calculating descriptive statistics for the 
survey responses where appropriate.

Table A.4 shows the population characteristics of the school types 
and the calculated weights.

Table A.4
Population Characteristics of School Types and Calculated Weights

Total Number of 
Qataris Meeting 

Criteria
Number in 

Sample
Calculated Sample 

Weight

Type of School Males Females Males Females Males Females

Private Arabic 21 122 6 NA 0.005072464 NA

Ministry of 
Education

580 674 73 111 0.011514791 0.008250098

Independent,
generation I

5 10 4 7 0.001811594 0.001940994

Independent,
generation II

84 52 23 36 0.005293006 0.00196256

Total 690 858 106 154
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Coding of Job Titles Written in by Survey Respondents

Both surveys asked respondents to write in a job title.3 We classified 
these jobs into 11 categories using the scheme laid out in ISCO-88. 
Most occupations were combined according to ISCO-88’s “major 
groups,” or the “one digit level.”4 In some cases, however, a relatively 
large number of job titles fell into a common occupation grouping 
below the “major group” level. Our results therefore separately iden-
tify these finer groupings: associate professional, engineer, military/
police, and teacher. Table A.5 shows the 11 categories we used and 
gives two illustrative examples of unedited job titles that we put in each 
category.

Table A.5
Occupation Categories and Examples of Unedited Written-In Job Titles

Occupation Category Unedited Job Title

Associate professional Legal research, assistant librarian

Clerk Administration (assistant), business permit inspector

Elementary Security supervisor, security man

Engineer Engineer, chemical engineer

Legislator/senior officer/
manager

Management or business, management

Military/police Police officer, Emiri guard

Operator Operator, senior operator

Professional Accountant, lawyer in military affairs

Service worker Store keeper, makeup artist 

Teacher Teacher, art teacher

Technician Technician I, manual technician

3 The survey of the 1998 secondary school graduates asked respondents to write in the title 

of their first and their most recent jobs. The survey of the 2006 secondary school seniors 

asked respondents to write in the job they would most like to have.

4 The International Labour Organization’s ISCO-88 classification system is at http://

www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm (as of May 23, 2007). Elias 

and Burche (1994) provide additional information and definitions of the terms used in the 

occupational groupings.

http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
http://www.ilo.org/public/english/bureau/stat/isco/isco88/index.htm
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Inventory of Post-Secondary Institutions

Data on institutions that grant post-secondary degrees were gathered 
in April through June 2006. We contacted the deans from Virginia 
Commonwealth University, Texas A&M University, Weill Cornell 
Medical College, Carnegie Mellon University, Georgetown University, 
College of the North Atlantic, and CHN University Netherlands, and 
the Office of Institutional Research and Planning at the University of 
Qatar, and all agreed to participate by completing a short open-ended 
survey that asked for various pieces of institutional information. The 
information we requested included number of enrolled students for 
each year the institution had been in operation and number of gradu-
ates (where applicable) by nationality and gender, as well as freshman 
year retention rates and time to degree (where applicable). Information 
about courses and degrees offered was also requested, as was infor-
mation about the institutions’ formal and informal relationships with 
employers and any career services offered to students. Most institutions 
submitted the requested data within two weeks; two required follow-
up via phone calls.

Data on training providers were gathered in May through June 
2006. From a sample of training providers recommended by the 
employers interviewed for this study, we selected five to interview by 
phone. They were asked for basic institutional information, such as 
year established, number of students served per year, number and qual-
ifications of instructors, relationships with employers, and course offer-
ings and certification programs. Obtaining data from training provid-
ers proved to be difficult over the telephone, since some organizations 
were reticent to provide such information without first verifying the 
source of the request. In response to training providers’ requests, we 
arranged in-person interviews with three of them. A member of the 
study team conducted these interviews with the directors of the institu-
tions or their designated representatives.

The inventory data provided the input for answering the third 
study question, as discussed in Chapter Five.
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Secondary Data Sources

The main secondary data sources consulted for this study were the 
2004 census and two labor force studies sponsored by the Planning 
Council (2002, 2005). These provided broad information on charac-
teristics of the labor market, such as distribution of the workforce by 
gender, nationality (Qatari, non-Qatari), industry, occupation, and 
educational credentials. These data shed light on who was working in 
occupations considered vital to Qatar’s economy and society both now 
and in the future.

To supplement the surveys and interviews conducted as part of 
this study, we also reviewed information about education, employ-
ment, training and skill needs gathered in numerous prior and ongo-
ing RAND studies. The electronic note files from these studies were 
systematically reviewed and summarized by key topics. By drawing on 
these interview data we reduced the burden on institutions and indi-
viduals who had been previously visited.

The HEI provided a third source of secondary data. We asked the 
HEI to provide information about its scholarship programs, including 
the number of students enrolled in each of the scholarship programs 
and associated costs.
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APPENDIX B

Post-Secondary Degrees Offered in Qatar

Institution and Date 
Established Degrees Offered

Virginia Commonwealth 
University–Qatar, 1998

Bachelor of Fine Arts in:
Graphic design
Interior design
Fashion design

Weill Cornell Medical 
College–Qatar, 2002

Doctor of Medicine (program includes mandatory 2-year 
non-degree-granting pre-med program)

Texas A&M–Qatar, 2003 Bachelor of Science in:
Electrical engineering
Mechanical engineering
Chemical engineering
Petroleum engineering

(Master’s degrees in engineering and science are to be 
offered starting in 2007)

Carnegie Mellon 
University–Qatar, 2004

Bachelor of Science in:
Business administration
Computer science

Georgetown University– 
Qatar, 2005

Bachelor of Science in foreign service

CHN University 
Netherlands–Qatar, 2000

Bachelor of Arts in:
Hospitality management
Tourism management

College of the North 
Atlantic–Qatar, 2002

Diploma and certificate programs in:
Engineering

Chemical laboratory technician
Electronics eng. tech., communications
Electronics eng. tech., power and control
Industrial instrumentation technician
Mechanical engineering technology
Mechanical technician
Telecommunications eng. tech.
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Institution and Date 
Established Degrees Offered

Business
Office administration certificate
Office administration, executive
Office administration, records and info. mgmt.
Banking and finance
Business administration, financial accounting
Business administration, human resource mgmt.
Business administration, marketing
Business management, financial accounting
Business management, human resource mgmt.
Business management, marketing

Health Sciences
Environmental health
Medical radiography
Pre-nursing
Primary care paramedicine
Respiratory therapy
General

Information Technology
Computer support specialist
Internet application developer
Programmer analyst
Information technology

Trades
Security preparatory training
Technician training program

University of Qatar, 1973 College of Education
Bachelor of Arts in:

Fine arts education
Physical education

Post-graduate diplomas in:
General education
Special education

College of Arts and Sciences
Bachelor of Arts in:

Arabic language and literature
History
Geography and urban planning (double major, males 
only)
Social work
Sociology
Information and library science
Mass communication
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Institution and Date 
Established Degrees Offered

Bachelor of Science in:
Mathematics
Biological sciences
Physics
Computer science
Chemistry
Statistics
Geology (males only)
Agricultural science (males only)
Biomedical science (females only)
Food science and nutrition (females only)

College of Sharia and Islamic Studies
Bachelor of Arts in Sharia and Islamic studies
College of Engineering
Bachelor of Science in:

Chemical engineering
Civil engineering
Electrical engineering
Mechanical engineering
Computer engineering
Computer science
Industrial and systems engineering

College of Business Administration
Bachelor of Arts in:

 Accounting
 Economics
 Business administration
 Public administration (military program)

Master’s in business administration
College of Law
Bachelor of Arts in:

Law
Law and Sharia
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APPENDIX C

Training Providers in Qatar
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Year 
Est. 
and 
Type

Average 
Number 

of 
Students 
per Year

Type of 
Students

Relationship 
with 

Employersa
Examples of 
Employers

No. of 
Full-/Part-

Time 
Instructors 
and Degs. 

Held Offerings for Adults
Certifications and 

DiplomasFA TT OT

New 
Horizons

1999,
for-
profit

1,000 Individual 
residents

x x x Qatar Founda-
tion, Qatar 
Petroleum, 
Dolphin, 
municipalities

25/5,
B.A.’s

Certification prep. 
classes (3 mos., 2–4
hrs/day) for Interna-
tional Computer 
Driving License (ICDL), 
Microsoft Certified 
Systems Engineer, 
Microsoft Office Spe-
cialist, CISCO, Oracle, 
At, 3-D Max, Autocad, 
MS Project

New Horizons diploma in 
Administration: 1-yr full-
time program (2–4 hrs/
day, 5 days/wk) that 
includes courses in time 
mgmt., office mgmt., 
filing, workplace behav-
ior, basic economics and 
statistics, etc. 
Other diplomas: Public 
Relations and Marketing, 
Office Mgmt., Basic 
Computer Maint. and 
Troubleshooting

ELS 1997,
for-
profit

4,800 Individual 
residents, 
corp. and 
govt. 
employees

x x Qatar Petroleum, 
Qatar Fertilizer, 
Qatar Steel Co.,
Qatar Telecom. 
Co., Planning 
Council, Indepen-
dent schools, 
govt. agencies

2/51,
B.A.’s

Intensive English (3
hrs/day, 4 days/wk, 4
wks); Business English 
(1.5 hrs/day, 3 days/
wk, 4 wks); Financial 
English; English for 
Executives; Test of 
English as a Foreign 
Language prep. (3 hrs/
day, 4 days/wk, 4 wks)

British Council 
certificates in English 
Proficiency
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Provider

Year 
Est. 
and 
Type

Average 
Number 

of 
Students 
per Year

Type of 
Students

Relationship 
with 

Employersa
Examples of 
Employers

No. of 
Full-/Part-

Time 
Instructors 
and Degs. 

Held Offerings for Adults
Certifications and 

DiplomasFA TT OT

Expert 2005,
for-
profit

30–35 Govt. 
employees

x x x Various govt. 
agencies

NA/NA, 
B.A.’s 
(from 
various 
local 
univs. in 
Cairo)

Courses in accounting, 
admin., mgmt., safety, 
law (typically 1 wk 
long, offered in Egypt 
2 times/yr)

None

British 
Council 
(Teaching 
Centre)

1972
(in 
Qatar), 
not-
for-
profit

5,000–
6,000 
part-
time

Individual 
residents, 
corp. and 
govt. 
employees

x x x Govt. orgs., 
private-sector 
orgs., Indepen-
dent schools

NA General English; 
Business English; 
International English 
Language Testing Sys-
tem prep. courses; 
Cambridge First Cer-
tificate in English 
prep. courses (typically 
2 hrs/day, 2 days/wk, 8
wks [regular term] and 
1.5 hrs/day, 5 days/wk, 
4 wks [summer])

British Council–level 
certificates (Univ. of 
Cambridge Local Exam 
Syndicate suite of English 
as a Foreign Language 
exams available as sup-
plement)
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Students
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Instructors 
and Degs. 

Held Offerings for Adults
Certifications and 

DiplomasFA TT OT

Hi Tech 1994,
for-
profit

1,000 Individual 
residents, 
corp. and 
govt. 
employees

x x Kahramaa, 
Carrefour, Qatar 
Gas, hotels, Al
Jazeera, Inde-
pendent schools

9/2,
B.A.’s

English Language, 
6 levels (48 hrs each; 
typically 2 hrs, 3 times/
wk); prep. courses for 
ICDL, proficiency in 
various computer 
programs (12–48 hrs, 
typically 3 times/wk for 
2 hrs)

Hi-Tech international 
diploma: a 6-mo 
program for women 
that covers basic English 
language skills, comm. 
skills, general office and 
financial mgmt.

a FA = formal agreement, TT = training tailored for employer, and OT = on-site training offered.
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