
 

 

 

 

 

 



Abstract

Egypt’s chronic skills mismatch is intensified by a critical lack of data on labor mar-
ket demand. To address this, the Egyptian Center for Economic Studies (ECES)
has developed a novel system to analyze online job postings (OJPs) using AI, re-
fined over 13 quarters (Q4 2021–Q4 2024). This paper details the project’s scalable
methodology, focusing on its automated data collection, cleaning, and analysis
pipeline. The system has produced a rich dataset of 350,000 job postings, pro-
viding granular, real-time intelligence on the skills, occupations, and qualifications
sought by over 28,000 companies. We present key findings on persistent market
structures and insights from thematic analyses. By delivering both a replicable
framework and the crucial demand-side data it generates, this initiative offers a
vital tool to inform Egypt’s policymaking, educational planning, and workforce
development strategies.

ملخص

بسبب حدته تتفاقم تحدٍّ وهو مصر، في العمل سوق تواجه التي المزمنة التحديات أبرز إحدى المهارات فجوة تُمثل
المركز بادر المعرفية، الفجوة لهذه استجابةً الوظائف. على الحقيقي الطلب طبيعة عن والشاملة الدقيقة البيانات غياب
إعلانات تحليل في الاصطناعي الذكاء على تعتمد مبتكرة منظومة بناء إلى (ECES) الاقتصادية للدراسات المصري
متصلاً سنويًا ربعًا عشر ثلاثة مدار على والتحسين للتطوير خضعت منظومة وهي الإنترنت، عبر المنشورة الوظائف
للتوسع والقابلة المتكاملة المنهجية الورقة تستعرضهذه .(2024 لعام الرابع الربع وحتى 2021 لعام الرابع الربع (من
أثمرت وقد بتحليلها. وانتهاءً تنقيحها، بعمليات مرورًا المؤتمتة، البيانات جمع آليات من بدءًا المشروع، عليها يقوم التي
وشبه تفصيلية رؤى بذلك مقدمةً وظيفي، إعلان ألف 350 يناهز ما تضم ثرية بيانات قاعدة تكوين عن المنظومة هذه
أبرز على الضوء الورقة تسلط كما شركة. ألف 28 من أكثر إليها تسعى التي والخبرات والمؤهلات المهارات عن آنية
من المستخلصة العميقة الرؤى أو للسوق، الراسخة الهيكلية بالسمات يتعلق فيما سواء التحليل، عنها كشف التي النتائج
بيانات من توفره وبما محاكاته، يمكن منهجي عمل إطار من تقدمه بما المبادرة، هذه إن متخصصة. موضوعية دراسات
استراتيجيات على والقائمين التعليم قطاع في والمخططين السياسات راسمي أيدي بين تضع الطلب، جانب عن حيوية

وفعالة. مستنيرة قرارات لاتخاذ عنها غنى لا محوريةً أداةً العاملة القوى تنمية
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Disclaimer

The findings and analysis presented in this study are based exclusively on online job post-
ings sourced from trusted and credible platforms. While this approach does not capture
the entirety of labor market demand in Egypt, it offers a valuable and timely perspective
into employer needs. Online data provides real-time, continuously updated insights that
reflect evolving market trends and recruitment practices. As digital platforms increasingly
become the primary channel for job advertising, this method represents a forward-looking
approach to understanding the demand side of the labor market with greater relevance,
accuracy, and immediacy.
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1. Introduction and Rationale
Egypt’s labor market faces a persistent challenge: a chronic mismatch between the skills
possessed by the workforce and the evolving demands of employers. While valuable
national surveys like the Labour Market Survey by the Central Agency for Public Mobi-
lization and Statistics (CAPMAS) and the Egypt Labor Market Panel Survey (ELMPS)
by the Economic Research Forum (ERF) provide crucial insights into the supply side—
detailing demographics, education levels, employment, and unemployment rates—a sig-
nificant knowledge gap exists regarding the demand side. Until now, there has been no
systematic, large-scale data source offering granular, timely information on the specific
occupations, skills, qualifications, and experience levels sought by companies across dif-
ferent sectors and regions in Egypt. This information asymmetry hinders evidence-based
policymaking aimed at reducing unemployment, inhibits educational institutions from
aligning curricula with market needs, and leaves job seekers and students navigating
career paths with incomplete information.

Addressing this critical gap is the primary motivation behind the research initiative pre-
sented in this paper. Developed and refined by the Data Analytics Team at the Egyptian
Center for Economic Studies (ECES) over 13 consecutive quarters (Q4 2021 – Q4 2024),
this project represents, to our knowledge, the first sustained endeavor in Egypt to system-
atically monitor and analyze labor market demand dynamics using online job postings.
Leveraging advancements in artificial intelligence (AI), big data analytics, and natural
language processing, we have created a dynamic system capable of collecting, cleaning,
classifying, and analyzing hundreds of thousands of job advertisements from key Egyptian
online portals.

This paper details the multi-stage methodology underpinning this initiative, from au-
tomated data acquisition to interactive data exploration. We also present synthesized
findings characterizing the demand landscape for both White Collar and Blue Collar seg-
ments, highlighting persistent structural features and emerging trends over the three-year
period. Furthermore, we showcase insights from thematic deep dives into critical areas
such as Egypt’s position in the global freelance market and targeted recruitment efforts
from Gulf countries.

By providing a transparent account of our methodology and key findings, we aim to
share this novel approach with the academic and research community. The ultimate
goal is to furnish policymakers, educators, employers, researchers, and the public with
a robust, evolving evidence base to better understand employer needs, diagnose skill
gaps, inform strategic interventions, and ultimately foster a more efficient and responsive
Egyptian labor market. This paper proceeds by detailing the objectives (Section 2.), Data
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acquisition strategy (Section 3.), methodology (Section 4.), discussing the data scope and
representativeness (Section 5.), presenting synthesized findings (Section 6.), highlighting
key thematic analyses (Section 7.), and concluding with a summary and outlook (Section
8.).

2. Objectives
Building on the established need for timely and accurate demand-side labor market intel-
ligence to combat persistent skills mismatches in Egypt, this study pursues the following
specific objectives:

1. Conduct the First Large-Scale, Demand-Side Labor Market Analysis:
Our primary aim is to generate the first comprehensive analysis focusing specifically
on the demand side of Egypt’s labor market, identifying the skills, qualifications,
and roles employers are actively seeking.

2. Bridge the Information Gap: By providing detailed demand-side intelligence,
we seek to close the significant information gap that currently exists between edu-
cational/training outputs (supply) and actual industry needs (demand).

3. Mitigate Labor Market Mismatches: A direct consequence of bridging the
information gap is the objective to contribute towards alleviating the chronic mis-
match between available talent and employer requirements, ultimately improving
employment outcomes.

4. Identify Specific Skill Gaps and Emerging Trends: Beyond a general overview,
we aim to pinpoint specific technical and soft skills that are in high demand, facing
shortages, or showing emerging growth, thereby providing granular guidance for
curriculum development and individual upskilling.

5. Inform Evidence-Based Policy and Educational Planning: The generated
data and analysis are intended to serve as a crucial resource for policymakers,
educational institutions, and vocational training centers, enabling them to make
more informed, data-driven decisions regarding program design, resource allocation,
and national workforce development strategies.

3. Data Acquisition Strategy
Analyzing Egypt’s labor market dynamics effectively requires not only comprehensive
data but also timely insights. In an environment increasingly shaped by rapid tech-
nological change (e.g., AI, robotics) and evolving economic conditions, traditional data
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collection methods like large-scale employer surveys, while valuable, often face significant
delays between data gathering and dissemination. This inherent latency can diminish
the actionable value of the findings for policymakers, educational institutions, and job
seekers needing to adapt quickly and flexibly.

3.1. Leveraging Online Job Postings (OJPs)

To address this need for timeliness and continuous monitoring, this study adopts a data
acquisition strategy centered on Online Job Postings (OJPs) extracted from a wide
range of Egyptian job portals. This approach allows for near real-time data capture and
enables rapid analysis cycles, offering a dynamic view of the demand side of the labor
market. Beyond timeliness, utilizing OJPs offers several distinct advantages:

• Revealed Demand Preference: OJPs reflect actual, active recruitment efforts,
arguably providing a more direct measure of employer demand than surveys captur-
ing stated intentions, which may be hypothetical or less detailed. The granularity
of information in postings (specific roles, skills, experience, locations) offers rich
qualitative and quantitative data.

• Data Volume and Accessibility: Egypt’s established digital recruitment ecosys-
tem provides a large and continuously updated pool of data from numerous plat-
forms, offering substantial analytical potential without the logistical burden of pri-
mary data collection campaigns.

3.2. Acknowledging Limitations: The Representativeness Ques-
tion

We recognize that this strategic choice entails inherent limitations, primarily concerning
the representativeness of OJP data compared to a statistically sampled survey of the
entire economy. Key considerations include:

• Source Bias: The data reflects jobs posted online, constituting a convenience
sample rather than a probabilistically representative one. It captures available
online postings, not necessarily a mirror of all open positions economy-wide.

• Sectoral and Occupational Skew: OJPs tend to have better coverage of for-
mal sector, urban, and white-collar jobs. Sectors dominated by informality (e.g.,
agriculture, micro-enterprises) or reliant on non-digital recruitment channels (e.g.,
word-of-mouth, internal promotion) are likely underrepresented.
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3.3. Contextualizing Limitations and Data Value

While acknowledging these limitations is crucial for academic rigor, several factors con-
textualize their impact and underscore the value of the OJP data:

• Comparative Challenges: Traditional surveys, often considered the gold stan-
dard for representativeness, face their own significant challenges, such as declining
response rates, potential respondent bias, and recall errors, which can also skew
results. No single method is without limitations.

• Growing Digital Penetration: As digitalization accelerates across Egypt, the
use of online platforms for recruitment is expanding, suggesting that the scope and
representativeness of OJP data are likely to increase over time.

• Sufficient Richness for Insight: Despite the acknowledged gaps, our prelimi-
nary assessment confirmed that the collected OJP data is substantial and diverse.
As detailed in Section 5. (Data Description), the dataset encompasses thousands
of companies across numerous sectors and geographical regions within Egypt, pro-
viding a sufficiently rich foundation to derive meaningful and valuable insights into
dominant trends and specific skill demands within the labor market.

Therefore, while OJP data may not provide a complete picture of the entire economy
(particularly the informal sector), it offers an unparalleled, timely, granular, and decent
coverage for the rest of the economy, especially white collar jobs.

3.4. Technical Challenges in Data Processing

Implementing this strategy involves overcoming significant technical challenges inherent
in working with multi-source OJP data:

1. Data Aggregation and Standardization: Consolidating data from diverse plat-
forms requires addressing variations in formatting, terminology (job titles, skills),
field availability, and ensuring platform reliability. Significant effort is needed for
harmonization.

2. Unstructured Data Extraction: Key information often resides within unstruc-
tured text descriptions (responsibilities, nuanced skill requirements). Extracting,
structuring, and classifying this information into analyzable features (e.g., skills,
experience levels, salary proxies, location granularity) necessitates advanced text
processing techniques.

These technical hurdles are addressed through the development and application of a
robust data processing pipeline and analytical methodology, which is detailed compre-
hensively in Section 4..
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4. Methodology
The methodology for analyzing Egypt’s labor market demand is a mature, multi-stage
process refined over 13 quarters (Q4 2021 – Q4 2024). The complete framework integrates
automated data collection, advanced AI-powered classification, comprehensive analysis,
and an innovative conversational AI interface for insight dissemination. This paper is the
first in a several-part series detailing this comprehensive system. Specifically, it focuses
on two foundational phases: (1) the Data Collection and Cleaning pipeline, and (2) the
Quarterly Analysis and Dissemination cycle. Subsequent papers will be dedicated to the
other core components: the AI-powered Job Classification engine (Part II), and the AI-
driven visual and textual insights generated via JobIt, our proprietary, in-house developed
system (Part III).

4.1. Data Collection and Cleaning

This initial phase focuses on the systematic acquisition and preparation of raw data from
online job postings as illustrated in Figure 4.1.

Figure 4.1.: Data Collection and Cleaning Workflow

Source: Author’s own elaboration.

4.1.1 Source Identification and Validation

The process commences with the identification of potential online job portals publishing
job vacancies in Egypt. Each potential source undergoes a rigorous validation process
conducted by ECES researchers to assess its reliability, relevance, data volume, and
consistency. Sources deemed unsuitable or unreliable (e.g., containing predominantly
outdated postings, irrelevant content, or insufficient volume) are systematically discarded
to ensure the quality and relevance of the input data stream.
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4.1.2 Automated Web Scraping

Upon validation, the URLs of approved sources are ingested by a proprietary, automated
web scraping system. This system is designed to navigate the target websites, identify
individual job advertisements, and extract predefined data fields. Key extracted vari-
ables typically include, but are not limited to: Job Title, Job Description, Required
Skills and Qualifications, Required Experience Level, Company Name, Industry Sector,
Job Location (Governorate, City), Posting Date, Salary Information (if available), and
Employment Type. The scraping infrastructure is engineered to handle diverse website
structures and employs techniques to manage dynamic content and anti-scraping mech-
anisms ethically and efficiently.

4.1.3 Raw Data Aggregation (RD)

The initially extracted data, often heterogeneous in format and structure, is aggregated
into a centralized Raw Data (RD) repository. This serves as a temporary staging area
before undergoing intensive preprocessing.

4.1.4 Data Preprocessing and Cleaning

The raw data is subjected to a comprehensive data preparation pipeline. This involves
multiple automated and semi-automated steps, including:

• Parsing and Structuring: Converting semi-structured or unstructured extracted
data into a consistent, tabular format using Python regular expressions for standard
patterns and LLMs for more challenging cases.

• Cleaning: Identifying and handling missing values, removing duplicate entries,
correcting apparent typographical errors, and eliminating irrelevant characters or
HTML artifacts.

• Standardization: Normalizing key categorical variables, such as location names
(e.g., mapping variations like ’Cairo’, ’Al Qahirah’ to a standard identifier), job
titles (applying stemming or lemmatization), company names, and date formats.

• Translation: Translating non-Arabic job postings into Arabic (or vice-versa if
analysis requires English standardization) using Generative AI models, followed by
quality checks.

4.1.5 Cleaned Data Storage (CD)

The resulting processed, cleaned, and structured dataset is stored in a Cleaned Data (CD)
database. This repository contains standardized, high-quality job posting information
ready for the subsequent classification phase.

11



4.2. Quarterly Analysis Cycle, Visualization, and Dissemina-
tion

This phase transforms the classified clean dataset (CCD) into actionable intelligence
through a structured, iterative quarterly analytical cycle, which has been consistently
executed for 13 consecutive quarters from Q4 2021 through Q4 2024. This cycle empha-
sizes detailed analysis, thematic exploration, expert discussion, and broad dissemination
of findings as outlined in Figure 4.2..

Figure 4.2.: Quarterly Analysis Workflow

Source: Author’s own elaboration.

4.2.1 Core Quarterly Analytical Workflow

The central process within this phase involves:

• Data Exploration and Initial Analysis (Excel): ECES primarily utilizes Mi-
crosoft Excel to conduct in-depth exploration of the clean classified data (CCD).
Pivot tables are extensively employed to aggregate data, calculate distributions,
identify preliminary trends across various dimensions (time, geography, sector, oc-
cupation, skills, experience, etc.), and perform ad-hoc calculations necessary for a
deeper understanding.

• Synthesis and Narrative Development (PowerPoint): Key findings, insights,
and supporting visualizations derived from the Excel analysis are meticulously syn-
thesized into a comprehensive PowerPoint presentation. Charts and graphs are
strategically designed and sequenced to construct a clear and compelling narrative
outlining the observed labor market dynamics for the quarter. This narrative is
structured around addressing general trends as well as the specific thematic focus
designated for that quarter.

• Quarterly Seminar and Expert Engagement: The culminating presentation
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is delivered at a dedicated public seminar hosted by ECES each quarter. This
event serves as a critical platform for disseminating the primary findings to a di-
verse audience, including policymakers, academics, industry professionals, and the
public. A key component is an interactive discussion session involving an expert
panel and the audience, allowing for contextual interpretation, critical feedback,
and collaborative exploration of the implications of the findings.

4.2.2 Thematic Focus

A distinctive feature of ECES methodology is the selection of a specific thematic focus
for each quarterly analysis, allowing for deeper investigation into pertinent labor market
issues beyond standard trend monitoring. The specialized themes explored over the 13
quarters include, for example, as shown in Table 4.1.

Table 4.1.: Examples of Quarterly Thematic Focus (Q3 2022 - Q2
2024)

Quarter Thematic Focus

Q3 2022 Sales Sector Deep Dive (Blue vs. White Collar Comparison)

Q4 2022 Alexandria Governorate Deep Dive & ISCO Introduction

Q1 2023 Global Freelance Market Analysis (Egypt vs. India Focus)

Q3 2023 IT/Programming & Customer Service Deep Dives

Q1 2024 Analysis of Gulf Job Opportunities (via Egyptian Platforms)

Q2 2024 Canal Governorates (Port Said, Ismailia, Suez) Deep Dive

Source: Author’s preparation.

4.2.3 Public Dissemination

Ensuring broad access to the analytical outputs is paramount.

• Seminar Materials: Following each quarterly seminar, the complete PowerPoint
presentation and a full video recording of the event (including the presentation and
discussion) are made publicly available through the official ECES website.

• Interactive Dashboard: In parallel, the project maintains a publicly accessible
interactive dashboard built using Tableau Software. This dashboard is updated
quarterly with the latest data from the CCD. It is designed for extensive user-driven
exploration, equipped with a wide range of filters and dynamic parameters that
allow users to visually dissect the data across multiple dimensions (e.g., filtering
by governorate, sector, ISCO code, required experience, skills keywords). This
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dashboard is accessible via a direct link on the ECES website, which redirects users
to the Tableau Public platform.

4.3. Data Management and Quality Assurance

Underpinning the entire workflow is a commitment to data quality and robust manage-
ment. This includes version control for scraping and analysis code, regular validation
checks at each data transition point (RD -> CD -> CCD), periodic evaluation of the AI
classifier’s accuracy against manually annotated samples, and secure data storage and
backup protocols. The iterative nature of the project over 12 quarters has allowed for
continuous refinement of these quality assurance measures based on operational expe-
rience and stakeholder feedback. In summary, this multi-phase methodology leverages
automation and artificial intelligence to create a scalable, efficient, and insightful system
for monitoring and analyzing the dynamics of online labor demand in Egypt, providing
valuable information through both traditional analytical outputs and innovative conver-
sational interfaces.

5. Data Description: How Representative Is It?
Following the rigorous multi-stage methodology detailed above, the resultant Classified
Clean Dataset (CCD) serves as the empirical bedrock for our analysis. It constitutes a
uniquely powerful and granular repository of information on the demand side of Egypt’s
labor market, specifically as reflected through online job postings (OJPs). Gathered
consistently over 13 quarters (Q4 2021 – Q4 2024), this dataset offers an unprecedented
longitudinal perspective, capturing the specific hiring requirements of a vast swathe of
the economy.

5.1. A Rich and Granular View of Egypt’s Online Labor De-
mand

The sheer scale of the data underscores its analytical potential: a total of 347,016 unique
job postings were collected, cleaned, and classified. This volume allows for robust sta-
tistical analysis and provides clear segmentation into 274,899 White Collar and 72,117
Blue Collar positions – a critical distinction enabling nuanced insights into these often
divergent labor market segments. Beyond volume, the dataset’s true value lies in its
exceptional richness and diversity across key dimensions, establishing its reliability as a
comprehensive proxy for the job market:

1. Extensive Employer Representation: The data captures recruitment activi-
ties from a remarkably broad base of organizations. Postings originate from over
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25,169 unique companies seeking White Collar professionals and, significantly,
more than 3,712 unique companies advertising Blue Collar roles online. This
widespread participation signals the increasing digitalization of recruitment prac-
tices across diverse organizational types and sizes within Egypt, moving beyond
just the largest corporations.

2. Comprehensive Sectoral Scope: Particularly for White Collar roles, the dataset
spans the full spectrum of Egypt’s formal economic landscape. While promi-
nent sectors like Information Technology & Services (33,307 postings), Education
(13,696), and Computer Software (10,767) are heavily represented, the coverage
extends far deeper. It encompasses dozens of other industries, including Man-
ufacturing (8,443), Healthcare/Medical Services (4,797), Construction/Real Estate
(3,907), Banking/Finance (multiple categories combined), FMCG (3,298), Telecom-
munications (3,907), and many more niche areas. This demonstrates the dataset’s
ability to capture demand signals across virtually all facets of the modern economy.

3. Detailed Occupational Granularity: The dataset provides exceptional detail on
the specific roles employers are seeking, moving far beyond broad categorizations.

• White Collar: Demand is precisely mapped across 45 major occupations,
covering prominent areas like Sales/Retail (38,843), Customer Service/Support
(34,409), IT/Software Development (29,194), Accounting/Finance (22,227),
various Engineering specializations (e.g., Construction/Civil/Architecture -
18,243), Marketing/PR (11,309), and Human Resources (7,312), alongside nu-
merous specialized professional, technical, and managerial functions.

• Blue Collar: A standout feature is the dataset’s remarkably detailed insight
into the Blue Collar segment advertised online – a domain often characterized
by informational opacity. While dominated by broad categories like Marketing
& Sales (primarily field sales/promoters - 19,080 postings), Services (diverse
services - 11,853), Driving & Delivery (10,412), Industrial/Manufacturing roles
(part of 10,399), and Crafts (6,691), the underlying data allows for unprece-
dented granularity. It captures specific vocational skills and trades being
sought through online channels, including drivers (of various vehicle types),
technicians (maintenance specialists for electrical, mechanical, HVAC
systems), security personnel, skilled craftspeople like plumbers, car-
penters, painters, production line workers, warehouse staff, cooks
and kitchen staff (chefs, assistants), waiters, cleaning staff, and agri-
cultural workers, among others visible in the detailed classifications. This
level of specificity is rarely available at scale and provides a unique, data-driven
lens into the demand for specific manual and technical skills, enabling a far
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more nuanced analysis than typically possible for this segment and reinforcing
the reliability of insights drawn from it within the online context.

4. Nationwide Geographic Footprint: While accurately reflecting the intense con-
centration of formal opportunities in the Capital region (Cairo: 158,967 WC, 31,731
BC; Giza: 50,903 WC, 16,290 BC), the dataset achieves comprehensive geographic
coverage across Egypt. Significant volumes of postings are captured from Alexan-
dria (14,363 WC, 4,230 BC) and numerous other governorates stretching from
Upper Egypt (e.g., Assiut, Minya, Sohag) to Lower Egypt/Delta (e.g., Sharqia,
Dakahlia, Gharbia) and the Canal Zone (e.g., Suez, Ismailia, Port Said). This al-
lows for meaningful regional analysis and comparison, revealing geographic nuances
in labor demand often masked by national aggregates.

In conclusion, the confluence of substantial volume, longitudinal consistency, vast em-
ployer participation, comprehensive sectoral representation, deep occupational granular-
ity (particularly the unique detail in Blue Collar roles), and nationwide geographic reach
solidifies this dataset’s position as an exceptionally rich and reliable resource. It provides
a robust, multi-dimensional foundation for dissecting the complexities of contemporary
labor demand in Egypt’s online market, thereby underpinning the credibility and analyt-
ical depth of the findings presented throughout this research.

5.2. A Dynamic Endeavor

It is crucial to contextualize this project not as a static, traditional survey but as a vi-
brant, dynamic, and evolving endeavor. Since its inception three years ago with
minimal infrastructure, the initiative has demonstrated significant maturation: data col-
lection and cleaning systems have been substantially enhanced; data volume and quality
have increased markedly; the rigorous ISCO-08 classification standard was adopted and
automated (Part II); insightful thematic analyses have been consistently delivered; and
the innovative AI-powered JobIt interface was launched (Part III)

The acknowledged limitations are actively considered areas for continued development.
The commitment is to persist in refining the methodology, cautiously expanding data
sources where feasible without compromising quality, and enhancing the analytical tools
each quarter. This iterative improvement process aims to steadily increase the compre-
hensiveness, timeliness, and depth of the labor market insights provided, solidifying its
role as a key resource for understanding labor demand dynamics in Egypt.
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6. Synthesized Findings: Understanding Egyptian La-
bor Market Demand (2022 – 2024)

This section synthesizes the principal findings regarding the demand side of the Egyp-
tian online labor market, based on the analysis of job postings collected and consistently
processed over 13 consecutive quarters, from Q4 2021 through Q4 2024. The analysis con-
sistently distinguishes between Blue Collar and White Collar occupational segments. The
overall dataset analyzed comprises approximately 346,589 unique job postings (247,899
White and 71,690 Blue), providing a robust basis for identifying durable patterns. For
detailed indicators, readers are encouraged to consult the quarterly reports available on
the ECES website.

6.1. White Collar Labor Demand: Persistent Traits and Evo-
lution

Demand for White Collar occupations exhibited strong, consistent characteristics through-
out the period, alongside notable evolutionary trends:

• Dominance and Extreme Geographic Centralization: White Collar job op-
portunities remained overwhelmingly concentrated geographically. In Table 6.1., the
Capital region (Cairo & Giza) consistently accounted for the vast majority (ranging be-
tween 82% and 89.6%) of all national postings. Within the Capital, Cairo governorate
maintained a dominant share over Giza (approx. 80/20 split). Hyper-localization was
evident, with a small number of cities within Cairo (e.g., New Cairo, Maadi, Nasr
City) and Giza (e.g., 6th October, Sheikh Zayed) driving the bulk of the demand. Im-
plication: Access to formal White Collar opportunities remains severely limited outside
these core economic centers.

Table 6.1.: Job Demand Distribution Across Regions (Q4 2021 – Q4 2024)
Region Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Capital 85% 84% 84% 84% 81% 82% 81% 83% 84% 84% 85% 84% 82%
Upper Egypt 7% 7% 7% 7% 8% 7% 8% 8% 7% 6% 7% 7% 8%
Alexandria 5% 6% 5% 6% 6% 6% 6% 5% 6% 6% 5% 5% 6%
Border Govs 1% 1% 1% 1% 2% 1% 1% 1% 1% 1% 1% 2% 2%
Lower Egypt 2% 2% 1% 2% 2% 2% 2% 2% 1% 1% 1% 1% 1%
Canal Govs 1% 1% 1% 1% 1% 1% 1% 1% 1% 1% 1% 1% 1%

Source: ECES Calculations based on collected data.

• Educational Requirements: As Table 6.2. shows, a bachelor’s degree was the
persistent, near-universal prerequisite, required in 92% to 99% of postings across the
observed quarters. Demand for higher degrees (Master’s/PhD) remained marginal.

• Experience Levels: Demand consistently favored candidates with established expe-
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Table 6.2.: Distribution of Job Demand by Education Level (Q4 2021 – Q4
2024)
edu_level Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Bachelor 95.0% 92.0% 93.0% 92.0% 92.0% 93.0% 94.0% 97.0% 95.0% 98.0% 96.0% 96.0% 97.0%
Other 1.6% 4.2% 2.6% 3.8% 3.6% 3.6% 3.0% 0.2% 0.2% 0.1% 0.2% 2.0% 1.0%
Intermediate 2.9% 3.8% 3.5% 3.9% 3.7% 3.1% 2.9% 2.5% 4.0% 2.1% 3.3% 2.2% 2.0%
Ms/Phd 0.4% 0.3% 0.3% 0.5% 0.3% 0.3% 0.3% 0.3% 0.3% 0.1% 0.3% 0.2% 0.2%

Source: ECES Calculations based on collected data.

rience. Over 50% of roles typically required ”medium-level” experience (average ~4
years) as depicted in table 6.3.. While demand for ”recent graduates” fluctuated, even
these roles consistently stipulated a minimum requirement of approximately 2 years
of prior experience. This indicates that even fresh graduates are expected to have
some prior experience to secure a job. Therefore, training during education becomes
essential. This requirement also reflects an effort by companies to compensate for the
inadequate quality of education. Managerial roles consistently require 7+ years.

Table 6.3.: Distribution of Job Demand by Experience Level (Q4 2021 – Q4
2024)
exp_level Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Experienced 52% 53% 51% 52% 53% 59% 58% 64% 63% 62% 59% 64% 58%
Fresh grad 36% 34% 37% 36% 35% 30% 30% 25% 26% 29% 30% 25% 31%
Manager 11% 12% 11% 10% 11% 9% 9% 10% 9% 8% 9% 8% 8%
Se-Manage 0% 0% 1% 1% 1% 1% 1% 1% 1% 1% 1% 2% 2%
Student 1% 0% 1% 1% 1% 1% 1% 1% 1% 1% 1% 0% 1%

Source: ECES Calculations based on collected data.

• Gender Neutrality: Table 6.4. shows that White Collar jobs consistently displayed
a lack of significant gender preference. The majority of postings (averaging ~87%)
did not specify gender requirements. A gradual, albeit slight, decrease in postings
explicitly requiring only male candidates was observed over the three years, declining
from ~16% initially to ~10% in the later quarters. Postings seeking female candi-
dates remained consistently low throughout the period, averaging around 5%. This
pattern suggests a steady shift toward more inclusive hiring practices within the white-
collar labor market. The persistent gender-neutral approach, coupled with the sharper
decline in male-targeted listings, may reflect a growing recognition among employers
that skill-based meritocracy outweighs demographic preferences in knowledge-intensive
roles.

Table 6.4.: Distribution of Job Demand by Gender (Q4 2021 – Q4 2024)
Gender Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Neutral 77% 80% 81% 83% 82% 84% 83% 84% 84% 90% 86% 87% 87%
Males 16% 15% 13% 11% 13% 11% 12% 12% 12% 7% 9% 9% 10%
Females 7% 5% 6% 6% 5% 5% 5% 4% 4% 3% 5% 4% 4%

Source: ECES Calculations based on collected data.
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• Sectoral Leadership: job demand was consistently concentrated in a few leading sec-
tors, with Marketing & Advertising and IT Services/Software Development frequently
ranking among the top categories. This consistency underscores a structural demand
for digital talent and marketing expertise, both of which remain critical as firms across
sectors continue to adapt to an increasingly online and competitive marketplace. The
sustained presence of Accounting & Finance further emphasizes the centrality of fiscal
oversight in all operational models, even amid shifting economic conditions. (Table
6.5.).

Table 6.5.: Distribution of Job Demand by Job Category (Q4 2021 – Q4
2024) - Top 5
job_cat Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Sales 18% 18% 16% 17% 17% 17% 13% 13% 13% 9% 13% 11% 12%
Civil Eng 5% 5% 5% 4% 5% 5% 6% 7% 7% 7% 7% 9% 10%
Cust Ser 12% 12% 14% 13% 14% 14% 13% 13% 15% 15% 14% 8% 9%
IT/Soft 12% 12% 13% 13% 12% 13% 10% 10% 9% 12% 8% 8% 8%
Account/Fin 8% 7% 7% 8% 9% 8% 8% 9% 9% 10% 9% 8% 8%
Bus Dev 3% 3% 3% 3% 3% 4% 6% 5% 5% 5% 5% 7% 7%
Market 4% 5% 4% 3% 3% 4% 4% 3% 4% 4% 4% 4% 5%
Admin 7% 7% 6% 7% 6% 7% 7% 8% 8% 10% 9% 6% 5%

Source: ECES Calculations based on collected data.

• Evolving Work Modality: Table While the global labor market witnessed a trans-
formative shift toward remote and hybrid work in the aftermath of COVID-19, Table
6.6. shows that Egypt’s white-collar job market largely reverted to pre-pandemic
norms. On-site roles consistently accounted for 94–100% of job postings throughout
the period, with only marginal and short-lived appearances of remote (peaking at just
6%) and hybrid models (emerging only in the final quarters). This limited adoption
suggests that the pandemic, while disruptive, did not catalyze a lasting structural
change in work modality within Egypt. The persistence of office-based requirements
reflects not only infrastructural limitations—such as uneven access to reliable internet
and digital tools—but also cultural and managerial preferences for physical oversight
and traditional workflows. The late and modest rise in hybrid roles, coinciding with
the inclusion of new data sources, likely captures globalized firms or niche sectors
rather than a systemic shift. In contrast to other economies where COVID-19 acceler-
ated flexible work models, Egypt’s labor market appears to have treated remote work
as a temporary exception rather than a new standard.

Table 6.6.: Distribution of Job Demand by Work Type (Q4 2021 – Q4 2024)
work_type Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

From office 96% 95% 95% 94% 95% 95% 94% 96% 94% 99% 100% 89% 92%
From home 4% 5% 5% 6% 5% 5% 6% 4% 6% 1% 0% 6% 5%
Hybrid 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 5% 3%

Source: ECES Calculations based on collected data.
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6.2. Blue Collar Labor Demand: Persistent Traits and Evolu-
tion

Blue Collar demand patterns displayed both stable characteristics and significant shifts
revealed by the refined analysis:

• High Geographic Centralization: Similar to White Collar jobs, Table 6.7. shows
that Blue Collar opportunities were highly concentrated, though slightly less extreme.
The Capital region consistently dominated (accounting for between 60% and 75% of
national postings), with the Delta region serving as a consistent secondary hub (16–
23%).Border governorates consistently represented a negligible share (<2%)

Table 6.7.: Distribution of Job Demand by Region (Q4 2021 – Q4 2024)
region Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Capital 64% 68% 66% 69% 65% 68% 60% 62% 67% 75% 71% 68% 69%
Upper Egypt 20% 19% 19% 16% 19% 20% 20% 23% 23% 17% 18% 19% 20%
Alexandria 7% 5% 7% 5% 6% 5% 8% 6% 5% 3% 5% 7% 6%
Lower Egypt 5% 4% 4% 3% 5% 2% 6% 3% 2% 1% 2% 2% 2%
Canal Govs 2% 2% 1% 4% 3% 4% 2% 2% 1% 2% 2% 2% 2%
Border Govs 2% 2% 2% 3% 3% 2% 4% 4% 2% 3% 2% 2% 1%

Source: ECES Calculations based on collected data.

• Strong Gender Preference: A persistent and significant preference for male candi-
dates was observed, with female-specific postings consistently below 3% as depicted in
Table 6.8.. This is expected given that these are blue-collar jobs, which often involve
physically demanding tasks, long or inflexible working hours, and work environments
that may not be conducive to female participation due to safety, cultural, or infras-
tructural constraints. However, this also highlights the need to improve workplace
inclusivity and ensure that suitable roles within the sector are accessible to women
through better policies, training, and facilities.

Table 6.8.: Distribution of Job Demand by Gender (Q4 2021 – Q4 2024)
gender Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Males 79% 76% 76% 76% 78% 75% 80% 79% 74% 78% 76% 77% 75%
Neutral 19% 22% 22% 21% 19% 23% 19% 19% 24% 21% 23% 21% 23%
Females 2% 2% 2% 3% 2% 2% 2% 2% 2% 2% 1% 2% 1%

Source: ECES Calculations based on collected data.

• Dominance of Intermediate Education: Intermediate qualifications (e.g., tech-
nical diplomas) are the most commonly required educational level for blue-collar po-
sitions overall (Table 6.9.). While higher (university-level) qualifications are also fre-
quently requested—particularly in roles such as Sales, Warehouse Management, and
Cashiering—this trend often reflects the generally low skill levels and weak founda-
tional education among candidates. Employers may seek higher education as a com-
pensatory measure for the insufficient skills typically associated with intermediate
qualifications. However, this should not be the norm.
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Table 6.9.: Distribution of Job Demand by Education Level (Q4 2021 – Q4
2024)
edu_level Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Intermediate 55% 50% 54% 54% 49% 49% 57% 51% 52% 54% 55% 55% 49%
Bachelor 22% 21% 21% 17% 23% 24% 15% 18% 16% 15% 18% 18% 24%
<Intermediate 17% 22% 18% 19% 20% 19% 22% 26% 19% 20% 20% 18% 19%
Neutral 7% 8% 8% 9% 8% 8% 6% 5% 13% 10% 7% 9% 8%

Source: ECES Calculations based on collected data.

• Experience Requirements: From Table 6.10. it is evident that demand is typically
concentrated around medium-level experience (over 50%). Even entry-level or recent
graduate positions consistently require a minimum of 1 to 3.5 years of experience,
depending on the sector. This indicates that even fresh graduates are expected to have
some prior experience to secure a job. Therefore, training during education becomes
essential. This requirement also reflects an effort by companies to compensate for the
inadequate quality of education.

Table 6.10.: Distribution of Job Demand by Experience Level (Q4 2021 – Q4
2024)
exp_level Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Experienced 65% 51% 57% 59% 60% 62% 62% 60% 57% 56% 64% 63% 58%
Neutral 24% 34% 29% 29% 29% 25% 24% 25% 29% 30% 24% 23% 26%
Fresh Grad 8% 11% 12% 9% 7% 10% 10% 13% 11% 10% 9% 11% 11%
Manager 3% 3% 2% 2% 4% 3% 4% 2% 2% 3% 3% 3% 4%
Student 0.2% 0.6% 0.6% 0.3% 0.3% 0.5% 0.7% 0.1% 0.5% 0.9% 0.0% 0.2% 0.2%

Source: ECES Calculations based on collected data.

• Limited Work Flexibility: The Blue Collar segment showed extremely limited
adoption of flexible work arrangements. On-site, full-time work remained the standard
in ~98-99% of postings throughout the entire period (Table 6.11.). Remote or even
hybrid work was virtually nonexistent—a luxury that blue-collar workers could not
access, even during the peak of the COVID-19 pandemic.

Table 6.11.: Distribution of Job Demand by Employment Type (Q4 2021 –
Q4 2024)
emp_type Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Full time 98% 99% 98% 98% 98% 98% 98% 98% 98% 99% 99% 98% 99%
Part time 1.3% 0.3% 1.4% 0.8% 1.4% 0.5% 0.6% 1.7% 0.8% 0.7% 0.8% 1.2% 1.3%
Freelance 0.7% 0.5% 0.3% 0.7% 0.1% 1.1% 0.0% 0.3% 0.4% 0.1% 0.2% 0.5% 0.0%
Seasonal 0.0% 0.2% 0.4% 0.4% 0.0% 0.8% 0.9% 0.1% 0.1% 0.2% 0.0% 0.2% 0.1%
From home 0.0% 0.1% 0.0% 0.0% 0.2% 0.0% 0.0% 0.0% 0.4% 0.0% 0.0% 0.0% 0.0%
Internship 0.0% 0.0% 0.0% 0.0% 0.4% 0.0% 0.2% 0.3% 0.0% 0.3% 0.2% 0.0% 0.0%

Source: ECES Calculations based on collected data.

• Occupational Concentration and Volatility: Table 6.12. clearly illustrates that
demand is severely concentrated is specific roles (~80% in 5 primary occupations).
Marketing & Sales was often the largest contributor but exhibited high volatility.
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Relative shares shifted, with recent trends showing decreases in Services and Crafts
compensated by increases in Administrative roles.

Table 6.12.: Distribution of Job Demand by Top Sectors (Q4 2021 – Q4 2024)
- Top 5
Top Sector Q4-21 Q1-22 Q2-22 Q3-22 Q4-22 Q1-23 Q2-23 Q3-23 Q4-23 Q1-24 Q2-24 Q3-24 Q4-24

Market and S 27.9% 25.9% 30.2% 25.7% 30.8% 34.2% 22.6% 21.6% 25.7% 23.9% 26.8% 23.9% 26.4%
Services 16.8% 18.3% 14.7% 14.9% 20.0% 17.6% 17.0% 17.5% 19.2% 19.3% 14.6% 15.0% 12.9%
Driv & Deliv 13.6% 13.0% 12.8% 16.3% 14.3% 10.6% 15.5% 18.7% 14.3% 14.7% 13.6% 16.1% 15.6%
Crafts 11.9% 7.5% 9.4% 9.3% 6.0% 9.4% 9.3% 10.9% 8.1% 8.3% 11.5% 11.1% 8.9%
Manufac 11.4% 14.9% 13.7% 12.7% 14.0% 11.5% 18.3% 17.3% 14.5% 16.5% 14.7% 16.5% 14.3%

Source: ECES Calculations based on collected data.

6.3. Key Divergences: White Collar vs. Blue Collar

The analysis consistently highlighted fundamental differences between the two labor mar-
ket segments, summarized in Table 6.13..

Table 6.13.: Persistent Differences Between White and Blue Collars (Q4 2021 -
Q4 2024)

Feature Blue Collar White Collar Key Distinction
Geographic
Spread

High Central-
ization (Capital
~60-75%)

Severe Central-
ization (Capital
>80%)

White Collar opportu-
nities are more geo-
graphically restricted.

Gender Re-
quirement

Strong Male Prefer-
ence (<3% Female)

Largely Gender-
Neutral (~87% Not
Specified)

Opposing gender
dynamics prevail;
reflects societal/job
roles.

Typical Edu-
cation

Intermediate and
High Qualifications

Bachelor’s Degree
(~92-99%)

Significant gap in typ-
ical educational base-
line.

Work Flexi-
bility

Extremely Low
(On-site ~98-99%
consistently)

Low but Evolving
(Hybrid 3-5% re-
cently)

White Collar segment
shows greater adapta-
tion potential.

Min. Experi-
ence (Entry)

~1-3.5 Years
(Varies by Sector)

~2 Years Similar minimum ex-
perience expectation
for entry roles.

The synthesized analysis over 13 quarters reveals a dualistic Egyptian online labor market
characterized by persistent structural features, notably extreme geographic concentration
and distinct gender segmentation between Blue and White Collar roles. Superimposed
on this structure are dynamic shifts influenced by economic conditions, evolving work
practices (Hybrid models), and potentially changing skill requirements (e.g., blue-collar
education). While overall job creation showed volatility, specific sectors demonstrated
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resilience (IT) or high sensitivity (Customer Service). The methodology provides a gran-
ular and accurate understanding of labor demand in Egypt, offering an evidence base for
policymakers, educators, employers, and job seekers aiming to navigate and shape the
future of the Egyptian labor market.
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7. Key Thematic Deep Dives (2021-2024)
Even though the quarterly analysis has provided a consistent pulse check on the overall
job market, a significant contribution of this research initiative lies in its periodic spe-
cialized analyses, which delve deeper into specific, highly relevant themes and emerging
market dynamics. These thematic deep dives offer nuanced perspectives often obscured
by broader data, illuminating critical structural features, sector-specific challenges, and
the growing influence of global labor market trends on Egypt. This section synthesizes
the findings and analytical significance of these specialized themes, with a particular em-
phasis and detailed investigations into the Global Freelance Market and Opportunities in
the Gulf, followed by a reflection on the insights gleaned from other targeted analyses.

7.1. The Global Freelance Market and Egypt’s Position (Q1
2023)

The primary objective of the analysis was to assess Egypt’s level of competitiveness
within this digital labor space compared to India as a leading player. The study utilized
data from Upwork, a major global freelance platform, focusing on the first quarter of
2023. The dataset included approximately 40,000 web development job postings, with
a combined estimated value of $60 million, alongside 20,000 Indian freelancer profiles
and 1,800 Egyptian profiles. The core analysis compared the profiles, activities, and
outcomes of Egyptian freelancers with their Indian counterparts in this specialized, high-
skill domain. It then extended the comparison to the broader global demand. To our
knowledge, this is the first study that jointly examines both the supply and demand sides
of the freelance labor market for Egypt and India.

7.1.1 Main Characteristics of the Global Freelance Landscape

The global freelance market presents a challenging environment defined by intense com-
petition, concentrated demand, and a preference for versatile skill sets. Nearly half of
all job postings face severe competition, while only 7% are low-competition, typically
targeting entry-level roles. Demand is geographically skewed, with the United States ac-
counting for 34.4% of opportunities, followed by India, the UK, Australia, and Canada.
Moreover, 60% of postings seek full-stack developers, underscoring a strong preference
for professionals with broad capabilities in both front-end and back-end development.

7.1.2 Egypt’s Performance and Comparison with India

While Egyptian freelancers demonstrated high technical competence (95.4% success rate,
comparable to India’s), there was a stark difference in aggregate earnings. Egyptian free-
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lancers generated approximately $11 million compared to India’s ∼$466 million in the
analyzed period (Q1 2023 Web Dev). While India’s larger population and freelancer base
contribute (11x the freelancers), the earnings multiple was far greater (44x), indicating
lower per-capita earnings for Egyptians. Several structural and behavioral differences
contributed to this disparity. Egyptian freelancers exhibited a higher concentration in
front-end development (40%), misaligned with global demand, which strongly favored
full-stack roles (60%). In contrast, 49% of Indian freelancers specialized in full-stack
work, better matching market expectations. Time commitment was another differentia-
tor: 61% of Indian freelancers were willing to work over 30 hours per week, compared
to 45% of Egyptians, reflecting a greater dependence on freelancing as a primary in-
come source in India. Indian freelancers also outperformed in self-marketing, with more
frequent use of introductory videos, relevant keywords, and detailed profile descriptions—
factors that likely enhanced visibility and client acquisition. Egyptians, however, were
marginally more responsive to client inquiries, with 90% responding within 24 hours
compared to 88% of Indians. Despite similar job success rates once hired, Egyptian
freelancers appeared to face greater challenges in securing initial contracts, suggesting
higher entry barriers in converting skills into paid work. This deep dive offers critical,
data-driven insights into Egypt’s position in the global digital labor market. While Egyp-
tian freelancers clearly possess competitive technical capabilities, they face structural and
strategic gaps in specialization, time allocation, and personal branding. Addressing these
gaps—through enhanced alignment with market demand, increased professional time
investment, and improved self-marketing—could substantially elevate their earnings po-
tential and strengthen Egypt’s position in global digital exports.

7.2. Mapping International Demand: Opportunities in the Gulf
(Q1 2024)

A significant development observed in Q1 2024 was the resurgence of job opportuni-
ties located within Gulf Cooperation Council (GCC) countries being actively advertised
specifically on Egyptian job platforms. This targeted recruitment effort presented a dis-
tinct landscape characterized by geographic concentration and specific sectoral needs.
Demand was heavily skewed towards the UAE (52%) and Saudi Arabia (KSA) (37%),
with opportunities overwhelmingly situated in major economic centers like Dubai (97%
of UAE jobs), Riyadh (84% of KSA jobs), Doha (99% of Qatar jobs), and Kuwait City
(99% of Kuwait jobs). The analysis, covering postings from roughly 2,000 companies
across 33+ fields, revealed that 75% of these targeted roles clustered within eight key
sectors: IT/Communications, Business Administration, Civil/Architectural Engineering,
Accounting/Finance, Business Development, Logistics, Installation/Maintenance, and
Customer Service, with KSA showing a particular emphasis on IT/Communications.
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Furthermore, the nature of these roles almost exclusively required physical relocation, as
remote work options constituted a negligible share (less than 5%) of the postings.

7.2.1 Candidate Profile Requirements and Implications for Egyptian Job Seekers

The profile sought by Gulf employers targeting the Egyptian labor pool exhibited dis-
tinct characteristics, particularly regarding experience levels. While a university degree
(Higher Education) was a near-universal requirement (100% of positions) and the vast
majority of postings (97%) were gender-neutral, there was minimal demand observed
for postgraduate qualifications (Master’s/PhD). The most significant differentiator com-
pared to typical domestic Egyptian job requirements was the pronounced preference for
candidates with several years of proven experience. Gulf employers demonstrated less
appetite for entry-level profiles or recent graduates, indicating that these opportunities
accessible via Egyptian platforms were primarily aimed at seasoned professionals. A criti-
cal finding was the pronounced emphasis placed by Gulf employers on soft skills alongside
technical proficiency. Skills like communication, analysis, management, problem-solving,
and leadership were frequently highlighted in Gulf job descriptions, often more so than in
comparable domestic Egyptian postings, which sometimes leaned more heavily on specific
technical tool knowledge. This suggested that accessing higher-value Gulf opportunities
required a blend of technical expertise and well-developed interpersonal and managerial
competencies. This trend also underscores the ongoing brain drain challenge, as Gulf
employers are actively targeting Egypt’s top talent rather than average-skilled workers,
potentially depriving the local economy of highly qualified professionals.

7.3. Overall Reflection: Insights from Other Thematic Analy-
ses

In addition to the deep dives into Freelance and Gulf opportunities, we also covered other
topics, which provided crucial insights into the complexities of the Egyptian labor market.
By delving into specific areas such as occupational segmentation (e.g., Sales, Q3 2022),
regional economic variations (Alexandria, Q4 2022; Canal Governorates, Q2 2024), and
key sectoral trends (IT Customer Service, Q3 2023), these studies illuminated significant
findings often masked by national averages. Key outcomes highlighted persistent struc-
tural issues like the ’experience trap’ favoring seasoned hires over graduates, pronounced
geographic disparities in skill needs and opportunities, the notable post-pandemic decline
in remote work for major sectors like Customer Service, and paradoxical educational re-
quirements in certain fields. Coupled with methodological advancements like the imple-
mentation of the ISCO framework (introduced Q4 2022, AI implementation discussed
Q3/Q4 2024), these focused investigations collectively offer a deeper, more nuanced un-
derstanding essential for diagnosing market misalignments and informing targeted policy
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interventions.

8. Conclusion and Outlook
This paper presents a comprehensive overview of an AI-powered initiative by ECES ded-
icated to monitoring and analyzing labor demand dynamics within the Egyptian job
market using online postings—a critical data source previously untapped systematically.
Addressing a significant gap left by traditional supply-side surveys, this project provides
consistent granularity on employer requirements over a sustained period of 13 quarters
(Q4 2021 – Q4 2024). The multi-stage methodology, integrating automated data collec-
tion, cleaning, and regular thematic analysis, represents a step towards comprehensive
labor market intelligence in Egypt. The analysis of nearly 350,000 unique job postings
revealed persistent structural characteristics and emerging shifts within the Egyptian
labor market, including geographic concentration, specific prerequisites, distinct gender
dynamics, and evolving skill demands highlighted through general trends and targeted
thematic deep dives (e.g., freelance market, Gulf opportunities). These findings offer
a data-rich perspective on the complex interplay of factors shaping employer demand.
While acknowledging the inherent limitations associated with online data, the project’s
robust methodology, broad scope, and alignment with increasing recruitment digitiza-
tion lend considerable weight to its findings for the formal and evolving market segments.
Crucially, this initiative is not static but a dynamic, continuously evolving endeavor.
Building on the established foundation, the upcoming quarters will focus on the Future
of Jobs in Egypt. We plan to introduce a recurring thematic focus dedicated to exploring
the profound impact of technological advancements, particularly Artificial Intelligence,
on the labor market. Leveraging the accumulated data, each quarter will delve into crit-
ical questions, ex, Which skills are gaining prominence or becoming obsolete? How is AI
reshaping different occupations and industries within the Egyptian context? What are
the emerging skills of the future, and how can the workforce best prepare for these tran-
sitions? This consistent focus aims to provide timely, evidence-based insights to guide
policy, education, and individual career planning amidst rapid change. In conclusion, this
AI-powered labor market analysis system offers more than just a snapshot; it provides a
dynamic, evolving evidence base and a platform for deeper understanding and interven-
tion. By illuminating the intricacies of current labor demand and proactively addressing
future challenges and opportunities, this ongoing project aims to contribute significantly
to reducing skill mismatches, informing strategic decision-making, and ultimately fos-
tering a more efficient, responsive, and equitable labor market for Egypt’s future. The
subsequent parts in this series will delve into the core technological innovations of this
project. Part II will be dedicated to our AI-powered job classification methodology, pro-
viding a comprehensive technical overview of the model’s architecture, its training, and its
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high-accuracy alignment with the International Standard Classification of Occupations
(ISCO-08). Following this, Part III will introduce JobIt, our proprietary conversational
AI system, detailing the design and functionality that allow users to intuitively explore
the complex dataset and generate insights. This series is conceived as a living document,
designed to expand in tandem with the project’s development. Future parts are envi-
sioned to cover emerging analytical themes, system enhancements, and the integration of
new capabilities as the initiative matures, ensuring a continuous and transparent record
of our work.
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