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PREFACE
 

1. This report isbased on an analysis of 726 qucstioinaalro3 completed by 'I'Ou
 
during the early part of 1978. Progress in analysing the results was delayed by

difficulties in coding the information on the questionnaires, delays with the
 
computer, and the inevitable pressure of day-to-day work which prevents concentration
 
on a large exercise such as this. An interim report was produced inMarch 1979.
 
While it is hoped that more analysis will be undertaken of the mass of information 
available, it was deemed more important to produce without further delay a succinct
 
report of the main findings, further analysis will be undertaken once it is clear 
which particular areas of concentration are of most use within the office. Earlier 
drafts of this report were passed to ODA Departments concerned with overseas
 
manpower and their comments have been incorporated.
 

2. One further product of the questionnaire, on which work is already under way,
is a country breakdown of some of the questions most relevant to ODA policy, and 
where broad generalisations are of least use. Once they are ready, these country
breakdowns will be distributed to geographical desks. 

3. As stressed in the text, this report is fairly specialised. It relates to TCOs
 
only, and the use of a postal survey precluded coverage of short-term TCOs, so that
 
only long-term TCOs are covered. The findings given here therefore relate to a
 
Special group, presently comprisling a little over a fifth of TA personnel, and care
 
should be taken not to regard the conclusions given here as general findings for
 
ODA's manpower programme.
 

4. The structure of the report is based on the structure of the original

questionnaire. After a first chapter setting out the background to the study,
Chapter 2 analyses the factual information on TCOs - age, sex, qualifications etc 
obtained from the first par=of the questionnaire. Chapter 3 considers the opinions

and work experience of TCOs, taken from the second part of the questionnaire.
 
Finally, Chapter 4 considers some of the main findings of the survey, and the policy

implications arising from them for ODA. Relevant tables are annexed to Chapters 2 and
 
3, these are numbered in Roman numbering, while tables inserted into the text are
 
numbered in Arabic.
 

Basil Cracknell
 
Head, Manpower Planning Unit
 



SUMMARY OF MAIN FfThINS 

CHARACTERISTICS OF TCOs (Chapter 2) 

1. TCOs are overwhelmingly male (97%) (para 5). 

2. The average age of a TCO is 41.5 yoars. The age distribution is fairly even,
 
stretching from 22 to 71, peaking in the 31-35 age group. Half the TCOs are 40 or
 
under, and nearly three quarters are 50 or under. (para 5).
 

3. Most TCOs (82.7%) are married and over 90% of married TCOs are accompanied by
 
their spouses. (para 6).
 

4. The average number of children for a married TCO is 1.9. Preschool children 
almost invariably reside at post; the proportion is less for primary school age 
children and falls sharply for secondary school age children and older. (paras 6, 7). 

5. Over half of TCOs have a University first degree. Younger TCOs are more likely 
to possess good academic qualifications while older TCOs show a bias towards City 
and Guilds, apprenticeships, and membership of a professional body. (paras 8, 9). 

6. Over a quarter of TCOs speak French and over a tenth speak Swahili. Very few
 
complain that language is a problem in their work. (para 10). 

7. 22% of TCOs are seconded - they mostly come from Government departments, of 
which ODA is understandably the most important. (para 13). 

8. 11% of TC0s have received an ODA training award. The most common is the Natural 
Resources Postgraduate Studentship (nearly 9% of TCOs). Nearly 2% have already taken 
up the recently started In-service training scheme. (para 11). 

9. About 30% of TCOs work in agriculture or related fields, 23% in management, 
finance etc, and 14% work in educational institutions. Younger TCOs fill more 
scientific and technical posts, older TCOs fill more managerial and administrative 
posts. (para 16). 

10. TCOs are well experienced in develo ing country work, and over a third have 
spent more than half their working life in LDCs. Most of their developing country 
work has been under ODA auspices. (paras 18, 19).
 

TCOs ATTITUDES TO WORK AND CONDITIONS (Chapter 3) 

11. Desire to assist development was given as the most important motive. Younger 
TC0s placed more stress on broadening professional experience. (paras 4, 9).
 

12. There seems to be a strong direct connection between motivation and experience.
 
For instance a high proportion of those for whom desire for greater responsibility
 
is an important motivator also felt that their job dad in fact carry greater
 
responsibility than in the UK. (para 12).
 

13. Training arrangements appear to be disappointing. 30% of TCOs either did not 
reply to, or ticked not applicable, a question on counterpart training arrangements. 
Only 12% of those who replied regarded these as very satisfactory. (para 15). 

14. Over 70%of TCOs find the lack of long term job security a problem (nearly 40% 
felt it was a great problem). Anxiety about future vacancies, and over adequate 
pension provision, are also major problems. (para 22).
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15. Other major causes of dissatisfaction are provision of accommodation on 
arrival; leave arrangements, and provision oi' medical earo. (ilam P6). 

16. Supporting Services are often poor. One third of TCOs found the provision of 
tools and equipment essential for their work unsatisfactory. (para 28). 

17. TCOs seem well pleased with their work (although answers may reflect a desire
 
to please). Over 90% feel their input is worthwhile. (para 30).
 

18. RelationL with ODA HQ, with Development Divisions, and with Government 
Institutions generally in the LDC were all rated unsatisfactory by over a fifth of 
TCOs responding. (para 33). 
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CHAPTER 1 ORIGINS OF THE SURVEY AND THE METHODLOGY USED 

INTRODUCTION 

1. Technical cooperation in the form of supplying skilled manpower to developing
countries has long been an important part of the UK aid programme, and was reflected 
in the title of the Whitehall department that preceded the ODA, the "Department of 
Technical Cooperation",. 

2. Although the majority of the British personnel serving in developing countries
have always been in Government jobs in certain countries that have supplementation 
agreements with the UK le as "supplemented officers" under the OSAS scheme (or in 
universities or parastatals under the BESS scheme), there have been, at 
any time,
 
many hundreds (and currently over a thousand) of "Technical Cooperation Officers'? 
(TCOs) usually employed for specific one-off tasks of an advisory nature. They
usually work for governments or parastatals, but not necessarily. They are sometimes 
employed only lor short assignments of say up to four months, but more often for
 
contracts of up to two years or even longer.
 

3. In spite of the longstanding importance of the TCOs, not much was known about

them in a statistical sense (eg how many were married, how many had children with
 
them, how many had served overseas before, whether they had degrees or not, and so
 
on). This information was available on the ODA files, but it would have been a
 
major task to abstract it. 

4. During the 1970s the need for better information became apparent. The number 
of supplemented officers had fallen fast (from around 12,000 to around 4,000 in only
ten years) and the demand for TCOs was rising (from around 700 to over 1100 in ten 
years). Moreover, there seemed to be changes taking place in the nature of that
demand. The developing countries were increasingly wanting more skilled and more 
experienced people, for example, instead of a veterinary surgeon with knowledge of
 
tropical diseases, they would be asking for a surgeon with five years' experience in
 
say the diseases caused by tsetse fly. 
The number of people with experience gained

during the Colonial period was fast diminishing, and the question was being asked,

does the UK have the manpower resources to meet these changing needs?
 

5. It was in the light of this changing situation that several evaluation studies
of various aspects of the ODA's TCO programme were carried out, including studies
 
of recruitment procedures, briefing procedures, and in-service training. 
One of the 
most important of these evaluations was one carried out by the Institute of 
Development Studies of the ODA's TC activities in Mauritius and Botswana. In this
 
evaluation the IDS were critical of what they considered to be the lack of motivation

of some of the TCOs, and they put forward suggestions for a new type of TCO "cadre" 
of young people with selected skills who might bu offered a longer-term prospect of 
a career in overseas development ("Aspects of British Technical Cooperation"
(Botswana and Mauritius), Institute of Developmert Studies, 1977). 

6. This stage had been reached when an important step forward was taken with the
transfer to the newly-acquired computer at Chessington of the system of paying TO 
salaries. Now for the first time data became readily available about the TCOs in 
the field.
 

7. This new data enabled some of the previous gaps to be filled, eg as regards the
marital and family status of TCOs, their previous employment, and the sect.ors in
which they were currently working. However, there was still a great deal that the 
ODA did not know, eg about the motivations of TCOs, about the relationship between 
their current ODA assignments and their previous career structure, about the
effectiveness of their overseas assignments, and about the relative importance to 
them of different aspects of their terms of service. 
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8. It was important to obtain information on these issues so that well-informed 
decisions could be taken eegardang the UK's capacity to meet the changing
 

requirements of developing countries for skilled manpower. Moreover it was 
difficult for us to react to the kind of suggestions that were being put forward 
in the IDS evaluation unless we had better information about the motivations of 
TCOs and about the kind of careers that they had managed to achieve without 
specif-c intervention on the ODA's part. Obviously this information could only be
 
obtained by a survey, since it would be necessary to ask the TCOs themselves.
 
fortunately, the switch to the Chessington computer now facilitated the carrying
 
out of a questionnaire survey, since for the first time there was available in a 
convenient form a list of addresses of all TCOs in the field at one point in time.
 

THE PILOT SURVEY 

9. Ln the summer of 1977 the decision was taken to mount a questionnaire survey 
of all TCOs in the field, but first it was decided to carry out a pilot study to 
examine what sort of questions should be included in the questionnaire and to test 
iiem on a selected group of TCOs. A mature and experienced TCO, Mr Don Pearson, 
was engaged for several months to carry out this pilot studj. He devised a questionn
aire and then invited a number of returned TCOs to London so that it could be tested.
 
Each TCO completed the questionnaire when he arrived, and then Mr Pearson, together
 
with colleagues from the Manpower Planning Unit, interviewed each one in turn, and 
later all TCOs as a group, to check that they had fully understood the questions, 
and also to ensure that nothing of importance had been omitted. A short report on
 
this pilot phase was produced by Mr Pearson, "An Interim Survey of Returned TCOs to 
Investigate their Motivations", by Mr D S Pearson, 1977. This pilot survey revealed 
some deficiencies in the earlier questionnaire, and gave many pointers to the 
improvements that were needed.
 

10. A revised questionnaire was then circulated widely throughout the ODA, and 
many useful comments were received, notably from Overseas Manpower and Consultanoies 
Department, Recruitment Executive, and Personnel Services Executive, the three 
departments most immediately concerned. As a result of these various consultations 
the questions were simplified and those questions in the original questionnaire 
which related to specific proposals for a possible new cadre of TCOs were removed 
on the grounds that they were "leading questions". Some of the questions were 
rephrased or expanded to cut out the risk of ambiguities. In retrospect the 
questionnaire, although generally very satisfactory, could have been further improved 
if more thought had been given at the time to the eventual analysis and the require
ments of the computer in procosiing them. An easier coding system could have been
 
introduced, and would have saved staff time. Particular problems were encountered
 
with question 11, asking for details of TCOs' previous careers, which was not easy
 
to analyse, and in the end some of the data had to be obtained from ODA files.
 
Nevertheless, the wide advance consultation undoubtedly paid dividends in that it
 
enabled the specific interests of the relevant departments to be covered, and above
 
all it averted the risk of including questions that were not properly understood.
 
In the event the questionnaires were completed very efficiently and obviously caused
 
no particular difficulties to the respondents.
 

THE SURVEY
 

11. In March 1978, 889 addressed questionnaires were sent out, the addresses being
 
supplied by the Chessington Computer Centre. The questionnaires were mostly sent to
 
the BHCs and Hnbassieo for distribution; the TCOs were given the option of either
 
sending completed questionnaires through the diplomatic bag or replying direct.
 
36 questionnaires were sent to TCOs at UK addresses who had either just completed a
 
tour or were home on leave. These TCOs were asked to complete the questionnaire
 
from the point of view of the last post they filled. 
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WHY A POSTAL QUETIONNAIRE? 

12. It is important to explain why this particular approach was taken. There 
were several alternatives: to analyse inmore depth a representative sample of TOOs; 
to use personal interviews; to use a shorter questionnaire plus a selection of 
personal interviews; or simply to use an open-ended letter explaining the purpose of 
the survey, giving broad subject headings, and,allow-ng the TCOs a freer rein. 

13. Three factors influenced the choice of methodology for the survey. Firstly,
 
there was very little general information available on even basic aspects of the 
TOOs such as their previous careers, so that it would have been difficult to draw 
up a representative sample. Secondly, given this lack of basic information, one of 
the main aims of the survey was to increase our knowledge of the TCO cadre. As 
comprehensive a coverage as possible was desirable to ensure we had a reliable
 

picture. This is why a great deal of attention was given to the format of the
 
questionnaire in an attempt to reduce its complexity, increasing the response rate, 
and preventing too great a bias towards those keen and interested enough to complete 
and return the questionnaire. Thirdly, staff time within the Ministry available for 
processing information precluded too extensive use of interviews (other than in 
piloting the questionnaire) or of too many open-ended questions. As it is, a good
 

deal of potentially useful comments written at the end of questionnaires cannot 
(as yet) be analysed for this reason. 

14. Finally this approach, as well as reducing the cost in terms of staff resources, 
reduced other costs. Interviewing large numbers of TCOs would either have entailed 
substantial travel and subsistence costs, or have depended on TCOs being willing and 

able to stop off in London en route home for this purpose, which would undoubtedly 
have produced an unrepresentative sample.
 

15. One drawback of the questionnaire approach was its inability to cover short-term 

TCOs, ie those on contracts of less than four months. In March 1978, when the 
questionnaires were sent out, 68 short-torm TCOs were in post; over a full year 
their numbers may range as high as 300 to 400. It was felt that given this short 
period they are in post, it would be impracticable to include them in the survey. 

Short-term TCOs were therefore excluded. There could be delays in obtaining their 
addresses from the computer; it might take some time for them to find settled 
accommodation in the country; postal delays might affect the questionnaire; and all 
these problems together meant that the chances of getting an adequate coverage of 
short-term TCOs from a postal survey would be poor. 

RESPONSE RATE 

16. Of the 889 addressed questionnaires that were sent out, 530 completed 
questionnaires had been received after two months, but by then very few more were 
coming in. Reminders were sent to British Mbaseies and BHCs for distribution to 

TCOs who had not replied, and this produced a further response. The final figure 
was 726 completed questionnaires received, or about 82% of the addressed 
questionnaires. As a few spare copies (unaddressed) were sent to the BEbassies and 

BHCs, and some of these will have been forwarded to TCOs known to the Babassy or 
3HC hut not on our list, the actual response rate must be slightly lower. 

17. Some idea of the response rate for individual countries can be gained from 

comparing returns with the figures for TCOs in post in the different countries. 

This is not reliable, as the figures for TCOs in post are only approximate and in 
one or two cases this method yields a response rate of over 100%1 It does, however, 
give some idea of the variation in response rate. 

18. Looked at on a regional basis, the best coverage is of South Asia and South 
East Asia; both had a 96% response rate. All other regions had a response rate 
over 80%apart from the Pacific (78%) and Northern and General Africa (70%). Both 
of these had rather low numbers of TCOs and were affected by poor returns from the 
Solomon Islands (76%) and the Sudan (65%) respectively.
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19. The response rate by country is of course more variable. Some countries with
 
only one or two TCOs produced no completed questionnaires. A few, as mentioned, 

had a response rate over 100%. The response rate for the larger country programmes 
(whore there were more than 15 TCOs in post according to MPU records) was similar 

to the overall average, at 84%. Response rates from some countries with large 
numbers of TCOs were markedly lower, in particular Colombia (59%), Lesotho (66%),
 
and Sudan (65%). It should however be remembered that these response rates are only 
approximate.
 

20. The overall response rate was felt to be very satisfactory, and to indicate a 
high degree of interest in the exercise on the part of TCOs. A response rate of
 
around 80% for a fairly long and detailed questionnaire that has to be completed and 
sent off by the recipient is very high. Making allowance for the unreliability of 
postal services in many LDCs, and the fact that some addresses must have been 
incorrect, the response rate is even more satisfactory.
 

21. The questionnaires were generally filled in very carefully, and full use was 
made of the open-ended questions. From personal contact the MPU has had with some 
of the TCOs subsequent to the survey it is clear that they greatly appreciated the 
opportunity to put their point of view. It is of course possible that some of them 
tended to present an optimistic picture of their assignments because they were
 
anxious to get further contracts in the future, but many of the comments were 
remarkably frank and we feel confident that the majority of TCOs used this 
opportunity to convey an honest picture of the good and bad aspects of their 
assignments. 

TABLE 1 

REGIONAL BREAKIOWN OF TCOs AND REGIONAL RESPONSE RATE 

No of TCOs No of completed Response 
gion n oTs questionnaires rate 

inonpost received
 

Middle East 94 83 88
 
and Mediterranean
 

West Indies 28 23 82
 
and Atlantic 

Caribbean 73 63 86
 

South Asia 48 46 96
 

Latin America 137 112 82
 

Eastern and 177 145 82
 
Southern Africa 

Far East 102 98 96
 

West and 95 77 81
 
Central Africa 

Northern and 40 28 70 
General Africa
 

Pacific 59 46 78 

Others (inc 36 5 Not applicable
 
returned TCOs in UK,
 
Colombo Staff
 
College etc)
 

TOTAL 889 726 82 
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7. It might be expected that the number and age o1 chIldion woul. be a 1111.t10determing whether a wife accompanies her husband at his post and the survey showsthat this is the case. Tables III and IV indicate clearly that pre-school childrenalmost, invariably reside at post but that the proportion of children at post

declines for primary school age children and falls sharply for secondary schooland older children. Overall, somewhat under half of children are resident at post(44. I%). Table V shows that 82% of unaccompanied TCOs have non-resident childrencompared to only 44.1% of accompanied TCOs. Thus it seems apparent that many wivesatay at home in order to look after young children. At the same time TCOs onrelatively short contracts (but over 4 months) may choose to leave their families
at home and this is likely to be a factor of equal importance to the problem of

the welfare and/or education 
of children in determing whether a TCO is accompanied

by his spouse.
 

QUALIFICATIONS AND TRAINING AWARDS
 

8. The qualifications of TCOs are very diverse and show interesting variations
with respect to age (Table VI). The most common qualification is a universityfirst degree held by over half of TCOs. However while 85%of those in their earlytwenties have a first degree, only just over 30% of the oldest TCOs possess one.
This is to be expected in view of the expansion of university education in the
1950's and 196 0's but it may also reflect an increase in the standard of the paper
qualifications required of prospective TCOs. 
 A very similar age distribution is
found in respect of higher degrees although the peak is displaced forward by

5-10 years.
 

9. A reversal of the age distribution is found with regard to membership ofprofessional bodies which shows a marked tendency to rise up to middle age andthereafter to remain steady. This reflects the rather different conditions formembership of professional bodies. Another common group of qualifications includesthe City and Guilds, ONO, OND, HNC or HND, which is found mostly in the middle agegroups and less at the younger and older ends of the scale. Clerical, nursing,teaching qualifications or apprenticeships are not significant amongst TCOs. Taken as a whole the absence of the listed qualifications tends to increase with age whichappears to indicate that qualifications are a more important factor in gaining
employment as a TCO now than in the past, or alternatively that for older TCOs
relevant experience can replace paper certificates as a qualification. 

10. The most commonly known language amongst TCOs is French (27.0%) followed bySpanish (19.4%) and Swahili (13.6), Arabic is known by only a few TCOs (Table VII).However, 20.2% of TCOs know at least one language apart from those above. Very few
TCOs complain that language is a barrier in their work. 

11. Few TCOs (11.2%) have received one of the awards listed in Table VIII. Themost common (8.7%) was the Natural Resources Postgraduate Studentship, which hasmade some impact in the field of natural resources. 1.9% of TCOs have benefitedfrom the In-Service treining scheme. As this was only started in 1976 this seems
to indicate an enthusiastic take up. No TCO has used the Teacher Refresher CourseScheme (not surprisingly, since teachers are normally employed under OSAS or BESS)
and only one has received an ODI Fbllcwship (for economists). 

12. Similarly only a small number of TCOs were members of either the Expanded
Home Base Scheme (2.5%) or the corps of specialists (4.7%) (Table IX). 92.8% ofTCOs thus belong to neither scheme. The EHBS may well be underrepresented due to

the mechanics of its operation. 
As it does not apply to a specific post when
operating in Government Departments, some seconded personnel (most of whom arefrom Government departments) may not appreciate the arrangements under which theywere released. The low figure for COS is not entirely surprising, there arepresently only about 50 people in the COS and some of these may be in OSAS or short
 
term TCO posts. 
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7. It might be expected that the number and age ot chldcii would be a looLr 
determing whether a wife accompanies her husband at hIs post and the survey shows
that thio is the case. Tables III and IV indicate clearly that pre-school children 
almost invariably reside at post but that the propoxtion of children at post
 
declines for primary school age children and 
 falls sharply for secondary school 
and older children. Overall, somewhat under half of children are resident at post
(44. i%). Table V shows that 82%of unaccompanied TCOs have non-resident children
 
compared to only 44.1% of accompanied TCOs. Thus it seems apparent that many wives
 
stay at home in order to look after young children. At the same time TCOs on
 
relatively short contracts 
 (but over 4 months) may choose to leave their families 
at home and this is likely to be a factor of equal importance to the problem of 
the welfare and/or education of children in determing whether a TCO is accompanied 
by his spouse. 

QUALIFICATIONS AND TRAINING AWARDS 

8. The qualifications of TCOs are very diverse and show interesting variations 
with respect to age (Table VI). The most common qualification is a university
first degree held by over half of TCOs. However while 85% of those in their early
twenties have a first degree, only just over 30% of the oldest TCOs possess one. 
This is to be expected in view of the expansion of university education in the 
1950's and 19 60's but it may also reflect an increase in the standard of the paper
qualifications required of prospective TCOs. A very similar age distribution is
 
found in respect of higher degrees although the peak is displaced forward by
 
5-10 years.
 

9. A reversal of the age distribution is found with regard to membership of 
professional bodies which shows a marked tendency to rise up to middle age and 
thereafter to remain steady. This reflects the rather different conditions for 
membership of professional bodies. Another common group of qualifications includes 
the City and Guilds, ONC, OND, HNC or HND, which is found mostly in the middle age 
groups and less at the younger and older ends of the scale. Clerical, nursing, 
teaching qualifications or apprenticenhips are not sigeificant amongst TCOs. Taken 
as a whole the absence of the listed qualifications tends to increase with age which 
appears to indicate that qualifications are a more important factor in gaining 
employment as a TOO now than in the past, or alternatively that for older TCOs 
relevant experience can replace paper certificates as a qualification. 

10. The most commonly known language amongst TCOs is French (27.0%) followed by
Spanish (19.4%) and Swahili (13.6 ), Arabic is known by only a few TCOs (Table VII). 
However, 20.2% of TCOs know at least one language apart from those above. Very few 
TCOs complain that language is a barrier in their work. 

11. Few TCOs (11.2%) have received one of the awards listed in Table VIII. The 
most common (8.7%) was the Natural Resources Postgraduate Studentship, which has 
made some impact in the field of natural resources. 1.9% of TCOs have benefited 
from the In-Servioe training scheme. As this was only started in 1976 this seems 
to indicate an enthusiastic take up. No TCO has used the Teacher Refresher Course 
Scheme (not surprisingly, since teachers are normally employed under OSAS or BESS) 
and only one has received an ODI Fellowship (for economists). 

12. Similarly only a small number of TCOs were members of either the Expanded
Home Base Scheme (2.5%) or the corps of specialists (4.7%) (Table IX). 92.8% of 
TCOs thus belong to neither scheme. The EHBS may well be underrepresented due to
 
the mechanics of its operation. As it does not apply to a specific post when
 
operating in Government Departments, some seconded personnel (most of whom are
 
from Government departments) may not appreciate the arrangements under which they 
were released. The low figure for COS is not entirely surprising, there are 
presently only about 50 people in the COS and some of these may be in OSAS or short 
term TCO posts.
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13. A substantial proportion of TCOs (21.8A) are on uecombnent irom oLhr 
institutions. The great majority of these come from the public sector. 73.4%
 
come from government departments of which ODA and its associated bodies account
 
for almost exactly half. The other significant sources of seconded personnel are
 
educational institutions (Table IX).
 

14. The distribution of TCOs differs from the concentration of OSAS staff in
 
traditional areas of interest for British aid. The regional distribution of TCOs
 
was illustrated in Table 1. 40% of them are in non-commonwealth countries and
 
while the largest concentration of responses came from Kenya (45) the second
 
largest (41) came from non-commonwealth Indonesia. TCOs are present in quite large
 
numbers in areas where the British aid programme is relatively small - such as
 
South America - and this may create greater problems for them in terms of limited
 
back-up, non-coverage by the British Council and Development Divisions etc. As
 
shown above, language does not seem to be a problem, although many TCOs are in nonp-
English speaking countries. 

WORK AND PREVIOUS EXPERIENCE
 

15. The range of work carried out by TOes is illustrated in Table X. Altogether 
there are representatives in 37 of the 90 job categories in the ODA occupation 
classification. The most common category is Agronomy with 10.1% of all TCOs. 
Including all workers with some connection with agriculture, about 30% of TCOs work 
in agriculture and related fields. About 23% are working in Management, Finanoe, 
Administration and related fields. 14% of TCOs work in educational institutions in 
one capacity or another and 11% in Engineering and related fields. Physical 
scientists and Technicians (6.6%) are another important group. Thus itappears that 
the job distribution of TCOs reflects on the one hand the needs of the developing 
countries (eg the large number in agriculture) and on the other hand the range of 
skills inwhich the UK might be said to have a comparative advantage (eg education, 
administration). 

16. The job distribution of TCOs also shows an interesting variation with age 
(Table 1). Thus physical scientists, animal husbandry and livestock experts and 
agronomists all tend to be concentrated in the younger age groups. By contrast, 
managers, educational adminstrators, accountants and financial advisers are more 
commonly found in the middle and older age groups. This reflects the different 
qualities required for these different occupational groups. Lecturers are 

distributed in a similar proportion to the overall distribution of TCOs. The jobs 

given here relate to the TCOs present employment rather to any idea of skill, 
profession etc. Fbr instance, an agronomist lecturing at a Polytechnic features as 

"lecturer" not as agronomist. Jobs were classified on the basis of an occupational 
coding supplied by EPS (Stats) division.
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Table (1). Percentage of TCOs by selected malor lob categories and age groups 

Age group of TCOs All 

21-336 51 nd ver TCOs
 
Physical Scientists 
 66.7 33.3 
 0.0 100
 
Animal Husbandry/Livestock experts 45.9 29.7 
 24.3 100 
Agronomists 
 46.6 38.4 15.1 100
 
Accountants/Finanoial Advisers 
 17.9 33.3 48.7 
 100
 
Educational Administrators etc 11.5 50.0 38.5 
 100
 
Education (Lecturers) 34.1 45.5 20.5 100
 
Managers 
 8.3 50.0 41.1 100
 
(All TCOs) (36.4) (31.1) (26.6) 100
 

11. The spread of occupations also shows considerable differences as between
the least developed countries and others (Table XII). Agriculture-relatedoccupations, engineers, managers and lecturers are more frequent in the least

developed countries. 
In the other countries, physical scientists, educational
administrators, government officials, economists and directors are significantly

more common. These differences seem to indicate that agriculture is more prominentas a field of activity by TCOs in the least developed countries, as is construction.In tho better-off countries management in education or government and other fields as well as scientific expertise are more prominent as occupations for TCOs.
 

18. As a group TCOs are highly experienced in developing country work. Althoughhalf have worked for under 6 years in developing countries, a third have workedfor more than 10 years. The average period for all TCOs is 9.5 years (Tables XIII,XIX). Over 36% of TCOs have spent more than half their working life in developing
countries (Table XV).
 

19. If TCOs are experienced in developing countries, it is also clear that a goodproportion of their experience has been under ODA auspices. The average number of years worked in developing countries by TOOs is 9.5, and the average under ODA
auspices is 5.1 (Table XVI). 
 50.6 of TCOs have had more than one ODA assignment

and this proportion is higher in the older age groups reaching a 
peak of 66.2% for
the 56-60 group. Just under one-quarter of TCOs have had more than two ODAassignments with a maximum (Tables XVII,of 22 XVIII). Nearly three-quarters have
had more than half their work experience under ODA and just under one-half their
total experience in developing countries under ODA (Table XIX). The highest
proportion of work under ODA auspices is in the younger age groups (excluding 21.25)
and this declines rapidly after middle age down to only 32% in the eldest age group.
Even so 6U% of all devolopinir country work of TCOs has been done under ODA auspices

(Table XX and diagiam opposite).
 

20. A further indication of the extensiveness of TCOs' developing country
experience is provided by the fact that 50% of TOOs took up their first post in a developing country below the age of 28 although only 6% of TCOs are aged under 28.Three-quarters of TCOs began work in developing countries below 34 compared with
only slightly under 30% of TCOs who are below 34 (see Table XXI). 
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21. The immediate previous employment of TCOs also gives a good glide to the career structure of TCOs. Nearly half of TCOs had previously served overseas
either for ODA or for other agenoies (eg LDC governments, IBRD/IMF, UN Agenoy).This proportion increased steadily with age to a peak of 59.6%in the oldest 
age group (Table XXII). Of those who had served with one of the ODA agencies
abroad, the majority had previously served as TCOs or OSAS officers. 3% had 
been working with a UN agency directly prior to taking up their TCO post.
Several TCOs had volunteer experience. Only 9 of them (or about 1%)Gave 
volunteer work as their immediately preceding employment, but over 5%had had 
experience of volunteer work. 
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STATISTICAL ANNEX: CHAPTER 2
 

TABLE I AGE AND SEX DISTRIBUTION OF TCOS (%)
 

This table illustrates the predominanoe of male TCOs, the peaking of male TCOs in
 
the 31-35 age group, and the fairly even age spread in general.
 

21-25 26-30 31-35 36-40 41-45 46-50 51-55 56-60 61-75 ALL 

(P (P 7%F -T- -9F -(%7 7%) (%) ( () 
Male 1.4 13.0 21.5 13.9 11.2 12.0 12.3 9,8 5.0 100% 
Female 15.8 26.3 10.5 15.8 5.3 15.8 0.0 10.5 0.0 100% 
Total 1.8 13.4 21.2 13.9 11.0 12.1 12.0 9.8 4.8 

Cumulative 
Total 1.8 15.2 36.4 50.3 61.3 73.4 85.4 95.3 100.0 

More than 2.6% of all TCOs were female
 

TABLE II MARITAL STATUS OF TCOS AND NO OF CHILDREN 

This table illustrates the relationships between marital status, whether the TCOs 
are accompanied by Spouse or not, and the number of children. 75.8% of TCOs are 
married and aooompanied by their spouse. 

No of Married Accompanied Married Unaooompanued S l Total 
Children by Spouse by Spouse 

(No of TCOs)
 

0 94 5 106 205
 

1 113 7 8 128
 
2 187 26 8 221
 
3 94 8 2 104
 
4 46 2 1 49
 

5 11 2 0 13
 
6 2 0 '0 2
 

Total No 547 50 125 722
 

Total % (75.8) (6.9) (17.3) (lOO.O)
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TABLE III NO OF CHILDREN ACCORDING TO PLACE OF RESIDENCE AND AGE
 

This table shows that a very high proportion of young children reside at the TCOs 
post (some may be born there). The percentages in this table relate to the total 
number of childzon of TCOs (1163). 

Age Children Resident Children Not Resident Total Children 
at Post at Post
 

No No No 
0-5 232 19.9 9 0.8 241 20.7 
6-11 196 16.9 67 5.8 263 22.6 

12-17 68 5.8 201 17.3 269 23.1 
18-21 11 9.5 129 11.1 140 12.0 
22+ 6 5.2 244 21.0 250 21.5
 

Total 513 44.1 650 55.9 1163 100.0
 

TABLE IV PERCENTAGE OF CHILDREN RESIDENT AT POST BY AGE GROUP 
This table shows that, as children grow older, they are less likely to reside at 

post with the TCO.
 

Age %Of Children in each age AToup 

0-5 96.3
 
6-11 74.5 
12-17 25.3 

18-21 7.9t 
22+ 
 2.4
 

TABLE V PERCENTAGE OF TCOS ACCOMPANIED BY SPOUSES, ACCORDING TO NUMBER OF NON-
RESIDENT CHILDREN 

This table suggests that many spouses may stay at home in order to look after the 
children. 

No of %of %of %of 
Non-resident Accompanied Unaocompanied all 
Children TCOs TCOs 
 TCOs
 

I or more 44.1 82.0 41.6 

None 55.9 18.0 58.4 

i0.o% 1oo.o% 1oo.o% 
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TABLE VI PERCENTAGE OF TCOS WITH PARTICULAR QUALIFICATIONS, BY AGE GROUP 

This table shows, for each age group, the percentage of that age group with a particular qualfication.the age trends of qualifications, for instance the marked inverse 
It therefore shows 

Degree. The columns exceed 
relation between age and possession of a first University100% because TCOs commonly have more than one qualification. 

21-25 26-30 113 361 414 -6465 61-7 5 All age groups 
(% of TCOs in each age group) 

City and Guilds 
ONC, OND, HNC, HUD 7.7 12.4 13.0 28.7 31.3 20.5 20.7 16.9 11.4 19.1 
Clerical, commercial or 
book-keeping 
 7-7 2.1 2.6 2.0 2.5 3.4 
 4.6 4.2 14.3 3.6
 
Trade Apprenticeship 
 o.o 7.2 5.2 11.9 17.5 17.0 17.3 11.3 8.6 11.3 
Nursing or Paramedical 0.0 0.0 1.3 0.0 2.5 4.5 0.0 1-4 0.0 1.2 

Teaching Certificate
(below BEI) 0.0 4.1 4-5 16.8 10.0 10.2 9.2 14.1 5.7 9.0 
University Diploma 0.0 8.2 14.3 18.8 18.8 15.9 13.8 22.5 8.6 
 15.0 
University Degree (First) 84.6 77.3 75.3 57.4 42.5 42.0 40.2 31.0 34.3 55.1 
University Degree (Higher) 23.1 41.2 46.8 31.7 28.8 15.9 16.1 15.5 11.4 29.3 

Membership of ProfessionalBody 23.1 36.1 44.8 48.5 51.3 55.7 50.6 53.5 
 54.3 47.8
 
None of above 
 0.0 3.1 1.9 5-9 
 6.3 11.4 19.5 15.5 11.4 8.1
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TABLE VII PERCENTAGE OF TCOS KNOWING PARTICULAR LANGUAGES 

This gives the information available on languages spoken by TCOs. Some TCOs of 
course speak more than one language 

%of all TOOs 

Arabic 3.7 
Fench 27.0
 
Spanish 19.4
 
Swahili 13.6
 
No other language 79.9
 
I Other language 15.2
 
2 Other languages 4.0
 
3 or more other languages 1.0
 

TABLE VIII PERCENTAGE OF TCOS WHO HAD RECEIVED AWARDS OR SPONSORSHIPS 

The qualifications given in the text (para 13) should be borne in mind when examining
this table. The percentages add to a little over 100% because a few TCOs had more 
than one award. 

%of all TCOs 

Natural Resources Postgraduate
 
Student ship 8.7
 

In-Service Training Scheme 1.9
 
Education Development Award 0.4
 
Teacher Refresher Course Scheme 0.0
 
ODA Research Grant 0.7
 
ODI Fellowship (for Economists) 0.1
 
None of these 88.8
 

TABLE IX SPECIAL GROUPS 

This looks at members of the Expanded Home Base Scheme, the Corps of specialists, 
and seconded personnel (giving their source). A misprint in the questionnaire may 
mean that the question on seconded personnel was badly answered. 

% of all TCOs
 
Expanded Home Base Scheme 2.5
 
Corps of Specialists 4.7
 
Seconded Personnel 21.8
 

(Source of Seconded Personnel: % of Seconded Personnel
 
ODA Associated Body o- Scientific
 
Institution (36.7)
 
Other Government Department (36.7)
 
Educational Inst itutions (13.3
 
Public Corporations (4.4)
 
Local Authorities (2.5)
 
Other) (6.3)
 

100.0
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TABLE X PERCENTAGE OF TCOS BY JOB DESCRIPTION 

This illustrates the types of jobs held by TCOs 
Title % of all TCOs Cumulative % 

Agronomists 
 10. 10.1
 

Educational Administrators and
 
non-teaching staff 7.2 
 17.2
 

Physical Solentists/Technioians 6.6 23.8 
Educational (Leoturers) 6.1 
 29.9
 
Acoountants/Fhnanoial Advisers 5.4 35.3
 
Animal Husbandry/Livestook Experts 5.1 40.4
 
Managers 5.0 45.3
 
Other Life Scientists/Technioians 4.7 50.0
 
Engineers (not civil or mechanical) 4.1 54.1
 
Directors/Projeot Heads 4.1 58.3 
Civil Engineers 3.9 62.1 
Economists 3.7 65.8 
Agronomist/Related Scientists 3.2 69.0 
Dentists/Vets/Pharmacists 2.8 71.8 
Government Officials 2.6 74.4 
Biologists/Zoologists eto 2.3 76.7
 
Other Professional, Technical eto 2.3 79.1
 

Protective Service Workers 2.1 
 81.1
 
Legislative Officials/Government 
Administrators 
 2.1 83.2
 
Others (under 2%) 16.8 100.0
 

TABLE XI PROPORTION OF' MAJOR JOB CATEGORIES IN PARTICULAR AGE GROUP (%) 

This table, which only covers the more important job categories, shows the age
distribution of those jobs. Physical scientists, for example, are mostly under 36 
and all below 51.
 

21-3 5 3 51 and over
 

Physical Scientists 66.7 33.3 0.0
 

Animal Husbandry/Livestock Experts 45.9 29.7 24.3 
Agronomists 46.6 38.4 15.1 
Aocountants/Fananoial Advisers 17.9 33.3 48.7 
Educational Administrators eto 11.5 50.0 38.5 
Lecturers 34.1 45.5 20.5 
Managers 8.3 50.0 41.7 
All TCOs 36.4 37.1 26.6 
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TABLE XII PECENTAGE OF TCOs BY JOB CATEGORIES AND LEAST DEVELOPED COUNTRIES 

This table again concentrates on particular job categories, which cover roughly 70% 
of TCOs. The percentages in each column are of the number of TCOs in LLDCs and non-
LLDCs. They show for instance that a greater percentage of TCOs in non-LLDCs are 
employed as educational administrators than in LDCs. 

Agronomists 


Lecturers 


Animal Husbandry and Livestock
 
Experts 


Engineers (not civil or mechanical) 

Managers 


Dentists/Vets/Pharmacists 


Civil Engineers 


Biologists/Zoologists etc 


Sub Total 


Educational Administrators 


Physical Scientists 


Other Life Scientists 


Dhrectors/Project Heads 


Economists 


Government Officials 


Legislative Officials and Government
 
Administrators 


Sub Total 


All other categories 


Total 


%of TCOs in % of TC0s in 
Least Developed Other Developing 
Countries Countries 

14.2 8.8
 

7.1 5.7
 

6.5 4.7
 

5.9 3.6
 

5.9 4.7 

4.7 2.2
 

4.1 3.8
 

3.6 2.0
 

(52.1) (35.4)
 

2.4 8.6
 

3.6 7.5
 

4.1 4.8
 

3.0 4.5
 

2.4 4.1
 

1.8 2.9
 

1.2 2.3
 

(18.3) (34.8)
 

29.6 30.8
 

100.0 100.0
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TABLE XIII PERCENTAGE OF TOS BY NUMBER 01,' YEARS WOI{KII) iN )VIUI'iNt O(i'01NTHlI'M 

This shows how many years TCOs havu worked in developing countries. The cumulative 
percentage shows that over half have worked 6 years or less. 

Years % of all TCOs Cumulative % 
0 1.2 1.2
 

1-2 21.5 22.7 
3-4 14.9 37.6
5-6 13.4 51.0 
7-8 9.0 59.9 
9-10 6.6 66.5 

11-15 10.9 77.4
 
16-20 6.2 83.6 
21-25 9.8 93.4
 
26-39 4.4 97.8 
40+ 2.2 100.0
 

TABLE XIV AVERAGE NUMBER OF YEARS WORKED IN DEVELOPING COUNTRIES BY AGE GROUP 

This table illustrates the unsurprising connection between age and the number of 
years worked in developing countries. 

Age of TCO 
21-25 26-30 36-4 41-45 465 Z= 56-60 61-75 

(No of years)
 
2.23 3.33 5.00 6.63 8.38 14.21 15.46 16.28 20.5 

(Average: 9.5 years)
 

TABLE XV PROPORTION OF WORKING CAREER IN DEVELOPING COUNTRIES (%) 

This table shows the wide variety among TCOs of the proportion of their working 
career (as opposed to the number of years, shown above) spent in developing 
countries. 

%of 
Career: 0-10 10-20 20-30 3 50-60 60-70 7 80-90 90-100 

%of 
TCO: 13.4 12.4 12.9 13.5 11.6 8.7 10.5 8.1 5.6 3.3 

cum. %
 
of TCOs 13.4 25.8 38.7 52.2 63.8 72.5 83.0 91.1 96.7 100.0
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TABLE XVI ODA WORK IN DEVELOPING COUNTRIES BY AGE GROUP 

This table illustrates various aspects of TCOs work connection with ODA. 

Age of TOO 
21-25 26-30 1*ji. J§Q4 414 465 566 61-75 TOTAL
Av. No of ODA,Assignments 1.38 1.33 1.69 1.92 1.06 2.26 2.22 
 2.68 2.14 1.96 

% having more than one ODAassignment 30.8 27.8 45.5 52.5 56.3 59.1 57.5 66.2 54.2 50.6 

Av. No of Years in developing
countries under ODA auspices 
 1.54 2.62 3.99 4.97 5.84 6.80 7.51 7.27 6.46 5.67 

TABLE XVII DISTRIS ION OF TCOS BY NUMBER OF YEARS IN DEVELOPING COUNTRIES UNER ODA AUSPICES 
Over half of TOOs have been four years or less in developing countries under ODA auspices. 

No of years in developing countries
 
0 2 3 A6-10 OverlO 

%of TOs 1.7 19.3 17.8 9.4 6.8 8.3 20.1 16.8 
Cum % of TCOs 1.7 20.9 38.7 48.1 54.8 63.1 
 83.2 100.0
 

TABLE XVIII DISTRIBUTION OF TCOS BY NUYBER OF ODA ASSIGMS 

Almost exactly half the TO~s are on their first assignment. 

No of Assignments 

1 2 a 1 2 Above 9% of TCOs 49.4 25.8 13.8 6.3 2.6 1.5 0.3 0.1 0.1 
Cum % of TO~s 49.4 75.2 89.0 95.3 97.9 99.5 
 99.7 99.9 100.0 
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TABLE XIX PROPORTION OF WORK IN DEVELOPING COUNTRIES UNDER ODA AUSPICES 

A large proportion of TCOs, work in LDCs has been done under ODA auspices 

%Of work in developing countries 

0-10 10-20 20-30 30-AO 45 5 60-70 70-80 80-o 90-i00 
%of TCOs 4.6 5.0 4.9 6.1 5.7 8.4 7.5 4.5 4.5 48.7 
cum %of TOOS 4.6 9.6 14.5 20.7 26.4 34.8 42.3 46.8 51.3 100.0 

TABLE XX AVERAGE (i) PERCENTAGE OF WORK UIDER ODA TO TOTAL WORK IN DEVELOPING COUNTRIES BY AGE GROUP 

This table, illustrated in the text, shows the greater importance of work under ODA, relative to total work in developing 
countries for younger age groups. 

Age of TOO 
21-25 26-30 X=. 364 41-45 465 56-6 61-7 5 ALL 

%of Work 
under ODA 69 79 80 75 70 48 49 45 32 60 

(i) Average = Mean No of years under ODA divided by mean of years in developing countries. 

TABLE XXU DISTRIBUTION OF TCOS BY AGE AT TIrSE OF FIRST APPOINTMENT IN A DEVELOPING COUNTY 

This shows that well over half the TCOs had their first appointment in a developing country before the age of 30. 

Age of TOO at first appointment 

20 and 
under 21-2 26-30 31-35 4 414 45 51-60 

%oof TCOs 4.0 34.0 24.9 14.3 8.5 6.3 
 3.9 4.0 
Oum %of TCOs 4.0 38.0 62.9 77.3 85.8 92.1 96.0 100.0 
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TABLE XXII PERCENTAGE OF TCOS BY IMMEDIATE PREVIOUS EMPLOYMENT AND AGE GROUP 

The figures for TCOs and OSAS, in brackets, show what proportion of those workinj 
overseas for ODA were working under those particular schemes. 

Study 


Unemployed 


UK private 


UK Public 

ODA overseas 

(of which: 
TCO 

OSAS) 

UN agenoy 
Volunteer 


Other O-,vrseas 


(Total Overseas) 


21-35
c%) 
18.21 


1.9 


8.7 

34.1 

25.0 


34:83 
27.3 

1.1 
3.0 


8.0 


(37.5) 


100.0% 


Age of TOO
 

350

(%) 
7.1 


1.5 


13.8 

31.2 
29.7 


32:53 
33.8 

5.9 
0.4 


10.4 


(46.5) 


100.0% 


2uTOTAL

(%) c%) 
1.0 9.5 

3.1 2.1
 

8.8 10.6 

27.5 31.3 

35.2 29.5
 

3: 3: 
33.83 

5.7 3.0 

0 1.2
 

18.7 12.9
 

(59.6) (46.6)
 

1oo.o% 1oo.o%
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CHAPTER 3 TCOs' ATMITUDM TO THEIR WORK AND CONDITIONS OF SERVICE 

Introduction
 

1. An important part of the questionnaire (Section 2) was concerned with TCOs'
 
attitudes to their work and conditions of service. One of the main objects of the
 
survey was to find out why people became TCOs in the first place, since TCOs are a
 
unique, and diverse, occupational group. An attempt was made to probe into the 
peculiar advantages and disadvantages of choosing their particular occupation (as 
the TCOs saw them) and to assess their degree of satisfaction with terms of services, 
supporting facilities and working relationships. Thus it was possible to draw up a 
fairly complete picture of TCOs work and to identify those particular factors that 
have an important influence on job satisfaction, working efficiency and so on. In 
particular, an analysis of these factors provides important pointers to changes that 
may be desirable, or indeed necessary, to ensure that a body of TCOs continues to be 
available in the future providing the services and skills that are vitally required 
by developing countries. 

2. The main findings of this section were as follows:
 

(i) The main mot-ve for taking up TCO work is the desire to assist in
 
the development of developing countries. Subsidiary motives relate to the
 
desirability of the living and working environment in developing countries,
 
the scope for initiative and the opportunity to broaden professional
 
knowledge and experience. Other motives such as remuneration or dissatisfac
tion with life in the UK are not as important. (Table I)
 

(ii) From the TCO's point of view the main advantage of the work arises 
from feeling they are doing a worthwhile job and are able to use their 
initiative. Challenge and responsibility are less important to them. 
(Table II)
 

(iii) The major disadvantages of TCO work relate to the lack of long term 
security, anxiety over finding future vacancies, and lack of pension 
provisions. (Table III)
 

(iv) From the point of view of living and working conditions TCOs are most 
dissatisfied with medical care, arrangements for leave, accommodation on 
arrival, local schooling and the availability of jobs for spouses. In 
addition shopping facilities are rather unsatisfactory. The provisions for 
spouses to accompany their partners, the availability of domestic help, 
arrangements for sending children to UK boarding schools, the climate, the 
accommodation provided, and the salary are considered satisfactory by at 
least 80% of TCOs. (Table IV) 

(v) Training arrangements are generally considered to be unsatisfactory. 

(vi) Supporting services are also thought to be unsatisfactory
 
particularly office services. (Table VI)
 

(vii) Working relationships were on the whole not unsatisfactory but 20%
 
of the TCOs to whom the question was applicable said they had unsatisfactory
 
relations with ODA HQ, ODA Development Divisions and government institutions 
in developing countries. 

3. The findings of the survey are given in detail below under the main sub
headings of motivation, training, conditions of service and work experience and 
relations. As we have tried to look at the relationship between different aspects 
for instance how a TCO's work experience relates to his motivation - there is 
inevitably some overlap. The Chapter ends with an analysis of the attitudes of 
TCOs in the Corps of Specialists and other special groups. 
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Motivation
 

4. The motivation of TCOs in working overseas was investigated by asking them to 
list the degree of importance they attachod to variouu likely motives for working 
overseas. These are shown in Table I; the motives are ranked according to the 
percentage finding them either very important or fairly important. On this basis 
the most important motive is a desire to assist the development of developing 
countries and the least important is the influence of other people speaking 
favourably about working overseas. Thus it is noteworthy that an altruistic motive 
appears to be the most important. 

5. More generally it seems as though the living and working environment and job 
satisfaction are more important than remuneration, job responsibility, or a desire
 
for a change from the UK living and working environment. However it should also be
 
noted that if one looks only at those regarding a motive as 'very important' the 
ranking of motives is rather different. On this basis the opportunity to broaden 
professional knowledge and experience, the scope to use initiative, and previous 
good experience of work and travel overseas wore the predominant motives. Although
 
remuneration had a low marking under the heading "fVery Important", it had a high 
marking under "Important". This suggests that the importance of pay is quite high 
even though it is not dominant, espeuially as TCOs may be inclined to understate 
its importance in relation to other more altruistic motives. Nevertheless, the 
particular ranking of remuneration throws little direct light on the adequacy of 
pay although a low ranking may indicate that the pay of TCOs is neither sufficiently 
high to be a strong motivator by itself, nor sufficiently low to be a serious 
obstacle, in short it may be at roughly the right level. 

6. Some TCOs were dissatisfied with pay, and felt that higher salaries would not
 
necessarily detract from the altruistic aspects of TCO work. One commented
 

"Nowadays there is no financial inducement in a TCO's contract, whereas
 
most private companies and some international agencies accept that a
 
financial inducement is not immoral". 

7. The motivation of TCOs may also be closely linked with their assessment of the 
particular advantages and drawbacks of TCO work. (Table II). To an extent the 
pattern of the perceived advantages reflects TCOs motivation. Thus TCOs regardqd 
having greater responsibility as the least important advantage of TCO work and this 
also ranked low as a motive. Similarly, greater scope to use initiative ranked
 
high as an advantage and also as a motive. (Unlike SAS officers, TCOs do not
 
usually work in "line" or cadre" jobs as they are usually doing advisory jobs;
 
the degree of responsibility, in terms of management of staff and decision-taking,
 
is therefore relatively less, but the scope for initiative is greater). Generally
 
TCOs felt that the quality and worth of their own input into their project was the
 
most decisive factor in determining their satisfaction with their job.
 

8. For TCOs, as a whole therefore it may be said that their satisfaction derives
 
from wishing to contribute to the development of poor countries and also from
 
feeling that the job they are actually doing is making a worthwhile contribution to
 
that end. In addition they are generally people who have a strong interest in
 
developing countries and enjoy the special environment within which they work.
 
Nevertheless they do not regard the more commonplace aspects of job satisfaction
 
eg pay, responsibility, challenge, as unimportant but they assess them as subsidiary
 
to their major interest in developing country work.
 

9. It might be expected that motivation would vary with age reflecting different
 
attitudes to career development, the greater overseas experience of older TCOs,
 
and possibly the remaining influence of ex-colonial service members among older
 
TCOs. It is in fact found that the ranking: given to each motive differs considerably
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by age groups. (Table VIII). In particular young people (under 36) are motivatedprimarlly by the desire to experience other places and cultures rather than the 
desire to assist development. Similarly younger people (under 51) are much keener 
to broaden their professional knowledge and experience than older people, whiLe
older people are much more strongly influenced by previous experience overseas than 
are young people. These latter two differences are unsurprising but it is not 
immediately apparent why young people should be less motivated by the desire to

assist development. 
 It suggests that they may not be motivated primarily by

idealism but rather that they are keen to gdin experience of other countries and
 
to develop their professional expertise. 
Older TCOs by contrast, are positively
attracted by the idea of living and working in a developing country. Again this is 
not surprising since many of the older TCOs have chosen to spend most of their
 
working lives in developing countries. Nevertheless their degree of commitment to
 
the development of developing countries and to developing country work in general

contrasts with the more instrumental and career-oriented attitude of younger TCOs.
 
(One has to bear in mind the possibility that the older TCOs may have been

particularly anxious to create a good impression as they depended, more than the
 
younger TCOs, on getting further overseas assignments).
 

10. The type of motivation displayed by TCOs is also likely to affect their degree

of satisfaction with their job. 
As a criterian of job satisfaction one may take
 
those feeling their input into their job is worthwhile. Thus of those in Table IX
 
who feel that "wanting to assist development" is a very important motive, 77.4%
 
consider their input is worthwhile compared to only 67.7% of those who feel that
 
motive to be unimportant. 
There therefore appears to be some relationship but it

is bound not to be very strong since such a small proportion of TCOs found their
 
input not worthwhile (Table II).
 

11. The degree of commitment to development might also be expected to have an effect
 
on a TCO's relationship with the people he encounters in his work (Table X). 
 In

fact, there is little variation in the proportion having unsatisfactory relationships

amongst those giving different importance to the "development" motive. However as
the importance of the motive declines fewer TCOs have very satisfactory relations
 
whole those with only satisfactory relations increase. 
Thus it is rather difficult
 
to draw any decisive conclusion from the observed relation.
 

12. Of the other motives surveyed it was considered appropriate to relate the
specific advantages felt by TCOs in the-Lr particular job to the corresponding motive. 
Thus in Tables XI and XII the replies of TCOs on job responsibility and initiative 
are cross-tabulated to establish whether the motivation is reflected in the 
corresponding form of job satisfaction. Both of the tables do show a strong relation
 
especially in the case of responsibility. Of those who consider responsibility a 
very important motive, 79.6% find they actually have greater responsibility whereas
for those Lo whom responsbility is an unimportant motive 48.6%find they do not have 
greater responsibility. 
While this strong relation may appear unsurprising it does
 
not necessarily follow that the motivation is the father of the experience. TCOs
 
may desire greater responsibility but be disappointed by their experience in the

job, or alterna'ively they may not desire it but have it thrust upon them. 
It isthus reassuring that the mismatch of motivation and actual experience appears not 
to be large. In the cane of initiatLv,, only a small proportion considering scopefoi initiative en impoL Lnt motive azV (dtmJappointed in practice but a rather large
proportion of those Lonuidoring it an unimportant motive are nevertheless requiredto exercise it. However TCOs are in general not frustrated by a lack of opportunity
in the course of their work to take on responsibility or use their initiative. 
Table 1 below illustrates the relation between motive and job experience with regard
to scope for initiative on the job. 
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Table 1 Relation between motive and experience with regard to opportunities for
 
initiative in the job
 

Work experience: % finding scope for initiative 
Good Somewhat Good Not Good 

of those for whom this
 

motive was: 

Very Important 78 18 4 100 

100
Important 64 28 8 


Not Important 53 34 13 100 

13. One group for whom the desire to assist in development was a particularly 
strong motive was those who had received one of the ODA awards or sponsorships 
(Table XIII). This is encouraging, since it suggests that the holders of awards 
and sponsorships are either selected, or select themselves, partly on the basis of 
their greater commitment to development. 

Training
 

14. Ideally training should be an important part of a TCO's work, in order to pass 
on his skills and prepare local people to take over his job. In some oases, for
 
instance where a TCO meets only a short-term or highly specialised need, the
 
importance of training may be less. Even so, the answers produced in this section are 
disappointing, and indicate that this aspect of TCO work isnot running smoothly.
 

15. The most generally applicable question asked how satisfactory arrangements were
 
for training counterparts on the job. The answers to this are illustrated in the 
chart below. 30% of TCOs either did not reply to the question, or regarded it as not 
applicable. Of those who did reply, 36% regarded arrangements as unsatisfactory, 

52% felt they were satisfactory, and only 12% felt they were very satisfactory (in 
all 4 questions on training, less than 20% of TCOs found arrangements very
satisfactory). 

Counterpart Training Arrangements 

Not applicable or 

No reply 

Unsatisfactory
 

Very
 

Satisfactory
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16. Roughly similar figures for the breakdown between unsatisfactory satisfactory
 
and very satisfactory apply to the other three questions on training Table V)
 
although arrangements for classroom or similar formal training were noticeably more
 
satisfactory. Of more interest is the number who actually replied to a particular 
question, this indicating that they jhought it was applicable; 

i. 67% of TCOs replied to a question on training arrangements for people
 
other than counterparts. This is only slightly less than the percentage
 
replying to the question on counterpart training. Of course, it may well be
 
the case that while a TCO works more closely with some local people than with
 
othe-s, no one has been identified formally as a counterpart.
 

ii. 70% of TCOs evidently felt that advising the British Counoil/ODA on
 
training needs was part of their job, although nearly 30% of those replying 
to this question thought the arrangements for this were unsatisfactory. 

iii. nearly half of TCOs (46%) were involved in classroom or similar formal 
training.
 

17. Since training is an important aspect of a TCO's work, it might be expected
 
that the suitability of training arrangements would affect the TCO's assessment of 
the worth of his job input. This is borne out if we look at the relation between
 
these two, using counterpart training arrangements as our measure of the former. 
Table 2 below illustrates the relation. The picture is a little clouded, since very 
few TCOs felt their input was not worthwhile. However, the fact that 90% of TCOs
 
with very satisfactory training arrangements also found their job input worthwhile, 
against 59% of TCOs with unsatisfactory training arrangements, suggests a strong 
connection. If this is the case, then the problems in existing training arrangements
 
may detract substantially from the value of TCOs work.
 

Table 2: Relation between training arrangements and worthwhile job input
 

Percentage of TCOs feeling their job input was,
 

Worthwhile Somewhat Not
Worthwhile Worthwhile
 

M M% M
 
out of those for whom counterpart 

training arrangements were
 

Very Satisfactory 90 10 0 100 

Satisfactory 79 20 1 100 

Not Satisfactory 59 31 10 100 

18. In any job effectiveness will be partly dependent on relalorn ho Lwnr thill 
different people at work, and this aspect becomes even more important given the 
close liaison necessary for training and the passing on of skills. Table 3 below
 
suggests that relationships between the TCO and his counterpart were a major aspect 
of the suitability of training arrangements. No TCOs manage to combine unuatirif'citopy 
relationships with very satisfactory training arrangements, and 76% of T(Os wll,11 
unsatisfactory relationships complain of unsatisfactory tri ning ar',rgou,,n I, ugJdnut 
only 15% of those with very satisfactory relationships with local nountorparLu.
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Table 3: Conneotion between relations with looal counte rts and oountora-t 

training arrangciments 

Percentage of eOfinding counterpart training arrang@onts 

Very Satisfactory Unt
 
Satisfactoryr satisfactory'
 

out of those who found
 
the relationshp with 
local counterpart staff:
 

Very Sat isfactory 28 57 15 100 

Satisfactory 5 60 35 100 

th2satisfactory 0 24 76 100 

19. N;odoubt causation could also work the other way, with poor arrangments causing 
bad relations. For instance, if we reverse the relation in Table 3, there is still 
a fairly strong relationship between satisfaction with counterpart training 
arrangments and satisfaction with counterpart relationships (Table XX) although 
even where the arrangemento are unsatisfactory nearly two thirda of TCOo have a 
satisfactory relationship with their counterparts. A stlilar pattern is evident in 
the croso-tabulation showirg the relationships with ODA ar-1 the British Council 
against the arrargemento to advise the two bodies on trair.Ini needs (Tables XXI and 
XXII). The relationship here io not quite as strong asnfor countorparts but is still 
evident. It appears therefore that relationships with local staff or the British 
Council or ODA are not pr=arily deperdent on training arrangents. The satisfaction 
with relationships doperdo on a number of factors of which training arrangements are 
only one. 

Conditions of service and work Experience 

20. Several difforent questions in the survey related to aspects of conditions and 
work experience; due to their overlapping nature they are corsidered together. The 
main aspects considered are long torn probl=oa of .CO work (insecurity, lack of 
pension provision etc), advantages and dioadvantageo of life overseas, provision of 
supporting services, ar4 TC' oaneouznt of 'heir work experience. 

21. The answers to ohn queotion on lorn term proble=@ of .WOwork are set out in 
Table 4 below (and Table III at the back). A question on ortension of secondament 
was also included but, due to a misprint in the quentionnaire, appears to have been 
wrongly answered by may TCOs ard so hau boon omitted (for what it iu worth, the 
answers suggested tha* this was not a great problcm). 

Table 4: Problema of TCO work
 

%Considering A reat troblm A roblm ot a robl M 

1. Contract nplo ment 39 32 29 
 100
 
lacks longer tem job
 
security
 

2. Anxiety about finding 26 38 36 100 
suitable vacancies abroad or 
In UK 

3. Lack of adequate pension 35 28 37 100
 
provision
 

4. No prospect of promotion 17 24 59 100
 

while on overseas oontraot
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22. TOCs in the nature of their work experience problems of various kinds that are 
not shared by workers with a more stable career structure. Primary among these 
problems is the fact that TCO work is contract employment and lackslong term security: 
over 70% of TCOs consider this a problem and nearly 40% a big problem. Allied to 
this are worries over future job opportunities and pension provision, the latter 
ranking as a great problem for over a third of TCOs. Promotion is given a arprisingly 
low marking as a problem, but it is not clear whether TCOs answered this in terms of 
promotion as a TOO, in their UK institution, or perhaps some mixture of both. 

23. The importance of the lack of permanent employment was evident from the further 
coments that many TCOs made; one stated: 

"Once overseas, the TA scheme has worked well and I find the posts with ODA 
enjoyable. However, l~ke all TA officers I have met, I would leave ODA at 
the first opportunity of obtaining a permanent job. Being placed out of 
work every 2 or 3 years for an indefinite period tends to be an overriding 
factor on any of the TA terms offered." 

However, in spite of the various problems of TCO work, over half of those who replied 
to the question on preferred ftture employment wished to continue TOO work (Table 
XXVI). The next most popular work was an UN Department followed by a private company 
or the World Bank. 4% of TCOs wanted to continue overseas work on OSAS/BES terms. 
It should however be noted that 13.6% of TCOs did not reply to this question. 

24. In para 9 it was observed that the motivation for working as a TCO varied 
considerably with age. It may also be expected that TCOs' opinions about other 
aspects of the job will also vary with their age. In Table XXIII the variation with 
respect to age of the degree of importance of the various problems of TCO work is 
shown. Unlike motivation, the rankings of the various problems do not vary 
significantly by different age groups except that older TCOs regard lack of pension 
provision as more important than the problem of finding acceptable job opportunities 
in the future. Nevertheless there are considerable variations in the proportions 
of TCOs regarding each factor as a problem. As a general rule it may be said that 
the middle age group is more worried on account of the insecure nature of TCO work 
than younger TCOs who in turn are more worried than older TCOs. The only exception 
to this rule is in the case of pension provision where the youngest TCOs are 
slightly less worried than the eldest TCOs. This pattern seems to suggest that it 
is people in mid-career who probably have the greatest family responsibilities and 
are also at an age where they are having to make decisions as to the best way to 
achieve their career ambitions, who feel the insecurity of TCO work most keenly. 
Thus it is noticeable that middle age group TCOs are significantly more worried 
relative to the average of all TCOs about longer-term job security and the prospects 
of promotion especially the former. Similarly, the only age group where over 40% of 
TCOs experience a great problem is the middle age group with longer-term job 
security and pension provision. This group, therefore, stands out as being in need 
of greater security if it is likely to rcmain as it is at present the largest 
aegment of the TCOs corps. A similar but much less marked pattern is discernible 
in the degice of satisfact3on with pay and allowances (Table XXIV). The middle age 
group is slightly more dissatisfied than the younger, while older TCOs are in 
general more satisfied but the differences are not large. 

25. Fourteen different questions were asked about life overseas (Table IV). Many 
of these are not amenable to ODA influence, although knowledge about them may be 
useful. The fact that only about 12% of TCOs found the climate or the availability 
of domestic help unsatisfactory suggested that these can more appropriately be 
considered as advantages of life overseas rather than disadvantages. Lack of 
opportunities for spouses to work locally, and the lack of good local schools were
 
important factors, and TCOs should be briefed on these before departing. (country 
breakdowns will produce more detailed information on these aspects). Inadequate 
social, leisure and shopping facilities must be regarded as an inevitable part of 
life in most less developed countries.
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26. The main area which ODA needs to examine carefully (although not always within 

its control) is the provision of accommodation on arrival, which 40% of TCOs found
 

Arrangements for leave were felt to be unsatisfactory by a third of
unsatisfactory. 

were dissatisfied with travel opportunities. 30% found
TCOs, and a high proportion 


medical care unsatisfactory; this problem may be exacerbated by the fact that many
 

TCOs are working away from largo cities where medical facilities tend to be
 

concentrated.
 

On the other hand several aspects were reassuringly satisfactory. Provision
27. 
for the TCO's family, whether for the opouse to accompany or arrangements for UK
 

boarding schools, ranked high. Accommodation, although d problem on arrival,
 

finally satisfied over 85% of TCOs. Salary and allowances were considered
 

unsatisfactory by less than 20% of TCOs, reinforcing our Gonclusion that pecuniary
 
It is of course possible that those general
motives are not the main ones for TCOs. 

One TCO complained about the disparity
conclusions mask some minority problems. 


between married and single allowances, and continued:
 

"I mentioned this to the project leader who told me that the only answer
 

was to get married - which I have done since."
 

matter of direct
28. One problem that arises in many LDCs and which again is a 


relevance to the ODA, is the lack of supporting services (Table VI). General office
 

services a-e unsatisfactory for nearly half the TCOs, and over a third are
 
Office accommodadissatisfied with the provision of a vehicle, petrol, and spares. 


tion proved more satisfactory, but possibly most serious of all is the fact that
 

one third of TCOs found the provision of tools and equipment essential for their
 

work unsatisfactory. This led one veterinary TCO to comment (ton the lack of
 

necessary equipment):
 

"This was not just a temporary situation; it went on for nearly a year, 

until I left. I don't know if the supply of appropriate equipment has 

improved since; I doubt it; it seems silly that with our high salaries
 

and rents and other overheads, we couldn't do half the work possible
 

because of poor supply Of simple things."
 

29. It might be thought that supporting cervices would be worse in the poorer 

LDCs. An analysis of this was undertaken and it was found that opinions about most 

services varied very little according to the country. However, provision of petrol 
services
and vehicle repairs was less satisfactory in poorer LDCs, whilst office 

were much less satisfactory, leaving 66% of TCOs in those countries dissatisfied. 

The questions on work experience are by and large more encouraging (Table 
II).

30. 

It should be borne in mind that the answers may be biassed - the fact that only 28
 

TCOs felt ihat their input was not worthwhile, for instance,may be an optimistic 

None the less, the answers are very definite, over 90% of TCOs feel
assessment. 

that their input is worthwhile and that they have good scope to use their initiative;
 

85% feel their work is more challenging than in the UK; and 77% feel they 
have
 

This indicates
greater responsibility in their post than they would have in the UK. 


that, despite the disadvantages and problems already outlined, TCOs experience 
a
 

high degree of job satisfaction.
 

31. The relation between "job satisfaction" (as measured by the TCO's assessment
 

of the worth of his input) and training has already been discussed (para 17). It
 

is also to be expected that job satisfaction will be dependent, amongst other
 

things, upon good working relationships with those people or institutions with whom
 

the TCO has to deal. Table XIV shows the relationship between the TCO's assessment
 

of the worth of his input (ameasure of job satisfaction) and his relations 
with the
 

It is clear from the table that the better a TCO gets on
local counterpart staff. 

Neverwith his local counterparts, the more worthwhile he feels his input to be. 


theless over two-thirds of TCOs were satisfied with the relationships even if 
they
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conaidored their own input not worthwhile so this canr.ot be the main detemirant of 
the dceree ef job zutxofaction. A m"Ach stronger relationship is to be found if the 
eaee zcaz.'re of job uatisl'action i crons-tabulatod agins the ?CO'e relations with 
thc: " in.uxtutionu with which he is associated in the dovelopirg country. (Table XV). 
Nearly 93% of those who consider this relationship satisfactory regard their input
 
an worthwhile co=pared to only 51% with an unaatisfaotory relationship. This
 
therefore, appefra to be a major roason for ,COo failing to find satisfaction with
 
their work. Nevertheless it should be redmbored that only 3.9% of TCO do not
 
reg r.d their input an worthwhile.
 

Rolationu
 

32. 7.03 in the naturo of thoir work have to work closely with a number of other
 
people and agen ico. One Ir.dication of how well their work is going, and the area
 
where -'rio'z improve-ento might take place, is the degree of satisfaction with
 
their vmrio-.w working relationships. hio information is giver in Table VII, ranked
 
with the least unoatiofactory working relationship at the top and the most
 
unoatiufactory at the botto. The infor-ation on the percentage of TCOa answering
 
aoo or-veu useful infor-ation on how much working contact TCOo have with different
 
groupo. Soee of the core interesting are given in Table 5 below.
 

33. Several intoresting points ocergo; 

i. Moat relationships are not unsatisfactory. In only one case -
Coverntent institutions in the LDC renorally - do over a quarter of TCOS 
flrd the rolationshp unsatisfactory. 

ii. The British Ebbaa3y/High Co~ioion, and more particularly ODA
 
Headquarter. and Development Divisions get a relatively poor rating
 
(although under 40% of ,'COs responded to the question on Developoent
 
Dvision, since many are in countries not covered by them).
 

iii. Irnividualo get a higher rating than institutions, in particular
 
groups ouch &a K ar.d foreign volunteers, and other bilateral and
 
aultilatoral persoo el.
 

34. It should be rezembered that the relationship with a particular person or 
institution is specific to the particular framework within which the relationship 
takes place. Thus where a relationship involves some degree of control over a 
TCO'e activities conflict is more likely to arise than where the relationship allown 
greater freedom. lovertheloso control a be necessary to the proper tunctioning 
of the TCO so that a poor ranking does not necessarily mean that the institution is 
working badly or izproperly.
 

Table 5: TIO relations with other individuals and institutions 

% finding relationship Very Satisfactory % of TCOs 
with: Satiofaotory 'Satisfactory awering 

1. 	British Council 26 61 13 100 40
 

2. 	L4cal Counterpart Staff 35 50 15 100 84 

3. 	 British Dabasoy/Hieh 31 51 18 100 88
 
Comiaoion 

4. 	Institution with which 28 53 19 100 96 
TCO 	works in iLD 

5. 	 ODA HQ in London 25 53 22 100 96
 

6. 	 ODA Development Divisions 30 46 24 100 39
 

7. 	Covornment Institutions 11 61 28 100 90
 
in LDG generally
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35. he number of "COs actually anowering a particular question also yields 
inlereot'rg insights. -or inotance, the fact that 84% ar.swered a question on 
local cou.' "artstaff, against 96% a.oworirn on tho local institution for which 

they work reflectu that, in ooo caeo, there is a failure to provido local 
couner artu. -!.ore 1 evidently a Good deal of gcnerul interaction with goverrent 

answerod tho qustionnr.ntituting in thf de'-.vo;in, countr, and ourprioin.y more 
.' ':ghCoc~ioon. WhIc rclatioro with thc iritish 

Cour.c" were Good, ):-.y 'W o:2J Vunzwrel thiin question, which is a ourprionin-'y" 
rcw roportio-. 

36. It is noticoablo that working rolationship. are more satisfactory for older 
.7C' (Tablo XWV); the relationship with the Dlbaoy/FiC with ODA HQBitioh 0and 
seers to becco markedly easior with ago. .hio W simply roflect the mollowine 

effect of increaire ago, which is r.ot a charactorlotit- spccific to 'MOo; it is algo 

probable that older TICOo fill moro onior posta, and oo ay have to liaino core 

wth the BI./LWC. A aimilar but less *&'ked pattern can be seen in relationhips with 

loc l cournterparto. 

Special Groups
 

37. Some special analyi was =ade of the Corps of Specialists, the Erpanded Hose 
Bao Sche e, and general seconded peroonr.vl. -he Corps of Spccialists (C of S) is 

a =all body of people (currently about 50 although the coiling in 94) with special 

experience 	 and kn.owledge of work overseas, and with opcciali:ed qualifications, who 
10 yearn, and as farare c--ployed directly by ODA under contract for periodo up to 

as possible are ueconded overcoan contir.uoualy during the period of their contracts. 

They thus havoagreator dogreo of lob security than contract TCOa, though not L.3 
much an 7COn seconded under the U]-S or other arrangcento. Xoot of the Corpn of 
Specialists are in the fields of agronomy or rautural rc-3ourco. Tho Expanded hoae 
Base Scheme (!-:3S) is basocally a form of ue ondm':. w.hore jupornunerary posto are 
created in the Civil Sorv-cc, unvoroitic:s or clue-,4.crc in order that a number of 

people rAy be soeconded under the TC pr -~roe for short or longoi-ler- asnigTonts 
work under much the same conditions as oe
overceas. -hun pornonnel -n the scheme 

seconded under nor-al arra. mgento and ocne, indeedJ, may be unawaro that they are 

seconded unr.der the uchre. cvertheleon they have boon u prated out as a egroup 
different fre: seconded personnel. It may bc the cane that the n.umber of people in 
the nchezoi r t..n those the-uolveo an ouch for the reason givengcatcr identifying 
above. In addition it should be rcembcrcd that only .4 surveyed .X'Oo are in the 
Corps of Spoc:alinto and only 18 are seconded under the HIBS so that the conclusions 
that car. be drawn aro neceosarily tentative. On the other h-nd seconded personnel 
r.umbor 159 no that greater confidence can be placed in the results. 

Xotivation 

38. The "dovelopoent" motivo appears to be =oro iportant to the C of S than to 
other TCOs an a whole and, in particultr, than to EMS and seconded personnel 
( able XXVII). Thin in to be expected since the Corps of Spocialisto have freely 
chosen to spend a large part of their career in devcloping countries while OW wid 

seconded personnel are often there an an interlude in their main career dovlopmnt. 

39. br seconded poroonnol a Moro isp t, ttuL .- ILIv," LU thaL lprovL-h' by the. 

opportunity 	to broaden :roroonxor.al ciowioad- und oxperierimc. (aUbl( xxvii). This 
awan considorably core imporar.t for then in relation to other i o'N.'hin view 

be taken because their parent -notitutiono regarded the aocondzont as a usoful 
profesoior.al experience. 

Probles
 

much leee worried by those aspects of the
40. The special groups are in general 
job that are a special worry to other TCOo. Table XXIX indicates that ponsion 
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provision is not a great problem for EHBS or seconded personnel and this is, inany case, likely to be related to the arrangements with their parent institution 
rather than to the conditions for TCOs. Special pension provision is made for
members of the Corps of Specialists so they arc in a better position than mostcontract TCOs: but the arrangements are not as good as they usually are for EHBS 
on seconded personnel. This is reflected in the fact that C of S personnel are more satisfied than the former with their pension arrangements but less satisfied 
then the latter.
 

41. Table XXX indicates that seconded personnel are considerably more worried than
others about the prospects of losing out on promotion and this, given their
situation is not particularly surprising. On the other hand, they are not much 
worried about the extension of their secondment if they are offered another TCOcontract, either because they do not wish for an extension or because they believe 
there will be no difficulty in obtaining one. 

42. The Corps of Specialists also appear to be somewhat more dissatisfied withtheir salaries and allowances than TCOs as a whole (Table XXXI). 
This is difficult
 
to generalp about since the pay and conditions of members of the Corps vary but
 
onv source of contention is that they do not got inducement allowances as docontract TCOs arid thus their pay sometimes compares unfavourably with that of the
latter. EHS TCOs also appear to bb dissatisfied with their salary but the size ofthe sample for EHS (17 in this case) makes it unwise to draw definite conclusions.
In any case their opinions are likely to be related to the pay of the parent
institutions although they may also be related to the allowances they get as TCOs.
 

Working relationships
 

43. The arrangements for training counterparts (Table XXXII) do not appear to
affect the Corps of Specialists dafferently from other TCOs although the EBS are 
significantly more dissatisfied (but only 12 replied).
 

44. With regard to working relatibnships with ODA HQ and the Development Divisions,
there are no significant differences between the groups for ODA HQ (Table XXXIII).
With the Development Division EHBS are more dissatisfied than other TCOs but theCorps of Specialists is in general very satisfied. 
Again it should be noted that

the sample in the latter case is small (C of S 
= 20, E{BS = 11). 

CONCLUSIONS
 

45. The main conclusions that have emerged from this analysis of TCOs replies
 
are;
 

1. Motivation
 

a. Age. Younger TCOs are motivated more strongly than older ones by the desire to
experience other places and cultures, the opportunity to broaden their professional

experience and the scope to use their initiative. Older TCOs are more strongly

motivated by the desire to assist in the development of developing countries, theattractions of living and working in a developing country and by their previous
good experiences in developing countries. 
Pay, responsibility, and a desire to
 escape from the UK living and working environment were subsidiary motives for all 
age groups although not unimportant (para 9). 

b. Job satisfaction. There is a slight relationship between the motive of wanting

to assist development and the TCO's assessment of the worth of his input (para 10).
 

0. Initiative and Responsibility. Those who are motivated by the desire to usetheir initiative or to exercise responsibility find in general that their motivation
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tho job. A rather laro proportion of satisfied by their actual experience onis 
Lhi IniJc00m41 ldLo Lo prop.urtion

no cuic rcuponuibiliLy LlwaiL.cOo fir hcy haw 


who are able to use their initiativc (pars 12).
 

2. Job Satisfaction 

between a TCO' satisfactionis ooco relationshipa. Countorpart staff. Thero 
with local 	counterpart staff 

with his input and satisfaction with hie rolatiorhip 

(par, 31). 

much strongor relatiolnship betwoen tho TCO'u ab. 	 LDC Intitution. -hero is 

of his input and his relationchip with the 
LDC institution to which ho 

oasessment 
 .COts
 
to be an icportant determinant, thorefore, of the 


is attached. This appear 
a worthwhile contribution (para 31).ability to 	-ake 

anoooscnt 	of the
 otrong relationship between TVOs 
C. .ainifng. There was a 	

of tho worth ofand thoir a-oos=ontto advioe on trainir.arrangements for the= 
to counterparts
si ailar rulationohip with roopout
their own inputs. TLhoro wan a 

were considered nore satisfactory (pare 17).
but those a&rraeronto 

3. ?rainr g Arrangento 

with counterparts

Thero is some connection between rolations 

a. Counterparts. 

relations ,drosatisfactory even where arrangentsand training arrangerento but 


training are ursatisfactory (pars 18).for 

is evident 	between TCOs
A lose otrong relationshipb. Britich Cour.cil/ODA. 


relationship with ODA/Britioh Council and 
their degree of satisfaction with arrange

advise thooe bodies on LDC traaning ncodo 
(pars 19).

cento to 


4. Job Problems
 

The middlo 	age group of TCOo is generally noro 
worried about the problems
 

a. Age. 
 is an Lportnt conoluionnature of TCO work. -hinasoociated 	with the contract 
With regard to workind relationships, these tend 

to improve uniformly

(par& 24). 
with Me (par 36). 

nero dissatisfied 
b. Pay. There is ooe evidence that the nao middle ago group is 


with pay but it is not strong (par& 24).
 

5. Future ploymor.t 

The roet indicated
 
Over half of TCOs expressed a prefereneo to continue TOO work. 


a preference for employmont in the mL,private companion, the World Bank, the EW,
 

4% wiohod to tranfor to OSA9/BISS
govornenoto.
or diroct contracto with overoca 


terso (para 23).
 

Corpo of Specialists
 

more Isportant for thm relative to
 
a. Notivat'on. The "developsent active" is 


other '0Xo (para 38). 

with pension arrwngment
core satisfied than ordinary TCO b. Pensions. They are 


but lecoa than seconded personnel or E(BS TC s (pars 40).
 

of then are dissatiefid with pay and 
Slightly
c. Salar.oo/Allowances. oro 

(par& 42).
allowances 	tar are other ?CO 
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7. Seconded Poeronnel 

a. otivation. The "devalupsont" motivn in looo important for thm than other 
7.:J while tho doesiro Lu broadon their profoooional knowledge and exporienoe in 
more i portant (parae 38, 39). 

b. !'er.uiono. They are laon worried than other Tea. (para. 40). 

CO Prociotion. They are moro worried than others about this (is becauae it 
d.irect-y rclcvar.t in their circumstances) (pam 41). 

8. M{BS Peroorrol 

Th.1ey Cenorally follow the pattern of eaconded personnel. However the low numbers 
in the DMS in this ourvey, and the suspicion that some people aotually under EMS 
cay not be aware of it, mean we have to treat with caution the findings on 123 
peroor.el preonentod in the tables. 
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S 'A! STICAL AM=: CHAPTER 3 

The itema in the table. on this annex are ranked on the basis of the first two 
columne combined ie the higher the proportion of TCO .ho oonsider the ite 
important, or satisfactory the hi heer it in placed in the table. Due to rounding 

not all percentages add exactly to 100. 

TABLE I XONr(VE FOR WORXD OVERSEAS (%OF Tto.) 

This illustrates the apparently altruistio motivation of aWy TCOe. 

%Feeling aotive is: Very Important Imrtant Not (ortant 

1. 	 Wanting to assist the 
development of 
devuloping countries 46.5 44.1 9.4 100 

2. 	 Positively attracted to 
living and working in 
developing countries 48.6 38.0 13.4 100 

3. 	 Wanting to experience 
other places and cultures 42.0 42.7 15.3 100 

4. 	 Believed there was more 
scope to use your 
initiative working over
sea than in the UK 54.9 29.6 15.5 100 

5. 	 A good opportunity to 
broaden your profeosional 
knowledge and experience 55.5 28.3 16.1 100 

6. 	 Previous good experiences 
of work and/or travel 
overseas 52.2 26.7 21.1 100 

7. 	 A feeling that you would 
have greater direct 
responsibility when working
 
overseas than in the UX 42.0 30.6 27.4 100
 

8. 	B ter rs=unerstion than 
in the UK 27.9 43.6 28.5 100 

9. 	Wanting a ohange from your
 
UK living and/or working 
envirorment 26.0 34.3 39.7 100 

10. Others spoke to you
 
favourably about working 
overseas 	 3.5 16.0 80.5 100 
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TABU:~ ri AJANTMois OF To woRK (%OP TCoo) 

Thin 	 illustrate@ satisfaotory work experience. As in the last table, there Way be 
some 	 bias towards what the WO thinks ODA wants to hear and, unsurprisingly, very
few havo felt their own input was not worthwhile. 

anawring: Tee Somewhat No 

1. 	Your input into your projeot
is worthwhile 73.7 22.3 3.9 100 

2. 	You have good soope to use
 
your initiative 70.1 
 23.1 6.8 100
 

3. 	Your work in more ohallonging

than in the UK 
 64.2 21.5 14.3 100
 

4. 	 You have greater responsibility

than in the UK 
 57.0 20.1 22.9 100 

TABLE in PRoB oeTo won or To) 

It ns four and five are a little unolear; we do not know if item four w answered
with 	 regard to promotion as a TCO, in a parent institution, or a Kxture of both. 

% Considering: A Great Problem A Problem Not a Problem 

1. 	Contraot employment
 
lacks longer tern
 
job security 38.5 
 32.4 29.1 100
 

2. 	Anxiety about finding
 
acceptable vacanoies
 
overfoaa or in UK 26.3 37.4 36.2 100 

3. 	 Lack of ooquate
pension provision 35.1 28.2 36.7 100
 

4. 	.No prospect of
 
promotion while on
 
overseas contract 16.9 23.7 59.4 
 100
 

05. 	Littlo possibility 
of extending your 
sooondment if you 
are offered a 
renewa of your 
present oontract 4.7 
 11.2 84.1 100
 

*Soto: This was wrongly answered by many unesonded TCOs who report "Not a Problem" 
instead of "Not Applicable". 
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TABLE WORKDIG C0YDITI0Y oVOF 7CC, (%0F TCO) 

The 	 most satisfaotory factors are at the top of the list, And the least satisfactory 
at the foot.
 

% iding faotorz Vy Ssfactor sfactor Lheatefaotory 

1. 	 Provision for
 
spouse to
 
accopany 50.3 45.5 4.2 100
 

2. 	Availability of
 
domestic help 27.6 60.4 12.0 100
 

3. Arrangements for
 

UIK boarding school 32.1 55.6 12.2 100
 

4. 	 The olimato 29.1 58.3 12.6 100
 

5. The aocoeodation
 
provided 34.7 50.9 14.4 100
 

6. Salary and
 
Allowances 15.6 65.1 19.3 100
 

7. 	Availability of
 
shopping facilities 17.2 55.9 27.0 100
 

8. Travel
 
opportunities 23.7 47.5 28.8 100
 

9. 	Social and leisure
 
facilities 15.8 54.4 29.9 100
 

10. 	 Xeodioal care 14.7 54.7 30.6 100
 

11. 	 Arrangements for
 
leave 12.8 53.9 33.2 100
 

12. 	Availability of
 
accomodation on
 
arrival 20.9 38.3 40.8 100
 

13. 	 Availability of
 
good local schools 13.6 36.4 50.0 100
 

14. 	Possibilities for
 
spouse to work 
locally 	 5.0 27.4 67.6 100
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TABLE V SATISFACTION WITH THAINDC ARRAMorDmTS (%OP TC0) 

The 	 percontage of COs replying in given in thin table becausa this is a pointer to 
the 	otont to which the respondents considered the question relevant. While 
arrain6 ento for olassroo or similar formal trainnng are the sost satimtfaotory, they 
are 	applicable to loe than half of TCOe. 

%of TCO fi.ding: VO- re 	 Unsatistfctory of TCOeSatin Stisfactory
C 	 (%) (%) 

1. 	Arran.gments for
 
clanoroon or 
a milar formal 
training 	 19.0 52.9 28.1 100 45.6 

2. 	 Arrangeento for
 
training people
 
other than
 
counterparts 11.0 60.5 28.5 100 66.7 

3. 	 Arrangements to
 
advise Rritxh
 
Council/ODA on
 
treaning need 15.9 55.0 29.1 100 70.1
 

4. 	 Arrangements for 
training counter
parts on the job 11.7 52.6 35.7 100 70.9 

The balance either ticked the box for "Not applioable" or simply ftailed to ansmr 
the question. 

TABLE VI SATISFACTION WITH SUPPORTDI SERVICE (%OF TCOs) 

Far ittm 4 and , a broakdown io made between the experience of TCO in LLD~s, and 
in other LDCs. These were the only items where there in a sigunficant difference. 

%Finding Factor: 	 V Satisfactory Unsatisfaotory 

1. 	Office
 
Accaomodation 18.6 53.4 28.0 100
 

2. 	Tools and equipment 
essential for your 
work 	 15.6 51.5 32.9 100
 

3. 	A Vehicle 27.0 37.6 35.4 100
 

4. 	Petrol and repairs: All Me 11.0 46.1 36.9 100 
LLDX 11.6 45.7 42.6 100 
other LD 18.8 46.2 35.0 100 

5. 	Office servioes: All TCOs 10.6 42.0 47.4 100 
LLDC 4.3 29.4 66.3 100 
other LDC 12.5 45.8 41.8 100 
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TABLE VII wORXI]I3 RELATIo IPS 

The proportion of TCOo conoidering tho quostion to bo epplioablo (lst oolmn) 
varies from under 20%, commenting on relations vith British volunteers, to ovor 95% 

responding to the question on 'he I1C institution with which they work. 

% finding 	 Ve Satisfactory un.satierotor7 of we 
-Felta- -1iR~ Inh S tia c o r y 	 au " P r n t 

1. 	Other bilateral 
and multilateral 
aid personnel 28.7 66.9 4.5 100 74.0 

2. 	Volunteers from 
other countries 27.1 68.0 4.9 100 31.0 

3. 	British
 

Volunteers 39.3 55.0 5.7 100 19.3 

26.1 61.3 12.5 100 39.54. 	British Council 


5. 	 Local counterpart 
staff 34.5 50.7 14.8 100 83.9 

6. 	 ODA Scientifio 
Units 36.1 47.5 16.4 100 32.8 

7. 	 British Dabasy/ 
18.0 88.2High Coission 30.7 51.4 	 100 


8. 	Institution for
 
which you work
 
in LDC 	 27.9 53.4 18.7 100 95.9 

9. 	 ODA HQ in London 24.7 52.8 22.5 100 95.5 

10. ODA Development 
Divisions 30.4 46.2 23.4 100 39.4 

11. Gover.ment 
intitutic. L in 
LC generally 11.4 61.0 27.5 100 90.5 
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TABLE VIII VARIATION OF MOTIVATION BY AGE
 

The breakdown is given by three broad age groups. The ranking in importance of 
different motives for different age groups is also given. 

%of TCOs in each age Ver Not Age 
group finding motive: Imporant(7) M Impo'antUP M a Grp 

I Wanting to assist the 37.5 49.0 13.4 100 4 21-35 
development of developing 
countries 46.9 44.6 8.5 100 1 36-50 

58.6 36.6 4.8 100 1 51-75 

2. Positively attracted 41.9 41.2 16.9 100 5 21-35 
to living and working in 
a developing country 50.8 35.9 13.3 100 3 36-50 

54.8 36.6 8.6 100 2 51-75 

3. Wanting to experience 51.1 40.5 8.4 100 1 21-35 
other places and cultures 40.5 45.1 14.4 100 4 36-50 

30.7 42.5 26.8 100 5 51-75 

4. Believed there was more 51.1 35.5 13.4 100 3 21-35 
scope to use your 
initiative working over- 57.0 26.7 16.3 100 5 36-50 
seas than in the UK 57.4 25.1 17.5 100 4 51-75 

5. A good opportunity to 65.5 25.4 9.1 100 2 21-35 
broaden your professional 60.0 28.8 11.2 100 2 36-50 
knowledge and experience 

34.6 31.9 33.5 100 8 51-75 

6. Previous good experience 
of work and/or travel 
overseas 

40.6 

54.3 

28.5 

285 

30.9 

17.2 

100 

100 

8 

6 

21-35 

36-50 
65.2 21.7 13.0 100 3 51-75 

7. A feeling that you would 
have greater responsi-
bility when working over
seas than in the UK 

40.7 
42.1 

44.0 

35.4 
29.8 

24.6 

24.0 
28.2 

31.4 

100 
100 

100 

6 
8 

6 

21-35 
36-50 

51-75 

8. Better remuneration than 26.8 43.6 29.6 100 7 21-35 
in the UK 28.9 45.8 25.3 100 7 36-50 

28.0 40.6 31.4 100 7 51-75 

9. Wanting a change from 
your UK living and/or 

27.0 
25.6 

34.0 
41.0 

39.0 
33.3 

100 
100 

9 
9 

21-35 
36-50 

working environment 
24.8 25.5 49.7 100 9 51-75 

10. Others spoke to you 
favourably about working 
overseas 

4.3 

42 

21.6 

13.8 

74.1 

82.1 

100 

100 

10 

10 

21-35 

36-50 
1.2 10.8 88.0 100 10 51-75 
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TABLE IX RETIONSHIP BEWEN EVEOIPFl MOTIVE AND JOB SATISFACTION 

Thin table illustrates the connection between desire to aid development a a motive, 
and the ,TCO assessment of the worth of his Job input. 

Work ezperienoe: %fining input: 

Worthwhile Somewhat Vorthwhilo Not Worthwhile 

out of those for whom the 
development motive wan: 

Very Important 77.4 19.5 3.1 100 

Important 70.8 25.2 3.9 100 

Not Important 67.7 23.1 9.2 100 

TABLE X 	 RELATIO IP BWEV DEVEMPM XOIVATION AND RVLTIOSHIP WITH 
COUNTEPARTS 

An this table illustrate, there is little relationship. 

%find relationshipe with counterparts: 

Very Stisfactory Satisfactory Unsatisfactory 

of those for whom the 

development motive was: 

Vary Important 39.0 45.7 15.2 100 

I=portant 30.8 54.0 15.2 100 

Not Important 27.6 58.6 13.8 100 
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TABLE XI 	 RmLATIOXMIP BmEi MOTIVATION AND WORK XPEICE REGARDI)

RENO.IBILITY
 

Thin illustrates tho exporience of rosponaibility on the job according to how reatincreased responsibility wa as a motive, and shows that expeotations were largely
rewarded. 
 % finding 	responsibility on the job: 

Oreater than in UX Sos what Greater Not Oreater 

of those for 

).oz this motive we:
 

Very Important 79.6 
 11.5 9.0 100
 

Iportant 51.2 32.2 
 16.6 100
 

Not Iportant 32.8 
 18.6 48.6 100 

TABLE XII RL,'IONSHiP BHNM MOTIVATION AND EXWPEDCE RGARDI3WORK 	 SCOPE 
FOR INITIATIVE 

This show, that r and large those for whom scope tor initiative e an important
motivator alo experienoed more soope for initiative on the job. 

%finding scope for initiative: 

Good Somewhat Good Not Good 

ot those for whom
 
%hisinitiative we: 

Very Isportant 77.8 17.7 	 4.5 100 

Important 63.9 27.8 8.3 100 

Not Important 53.3 33.6 13.3 100 
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TABLE XIII rIzVEOPx]r NOTIVE AND ODA AWARD/SCHOLARSHIP HDE S 

ODA ava ooholarship holders felt a stronger motivation to &aist in dovelopment. 

%for whom '%ntingto assiol. dovlopmnt" vans 

Holder.: 49.4 48.1 2.5 100
 

100
Yon Holder: 46.2 43.6 10.2 


TABLE XIV JOB SATISFACTIoN AND LOCAL COUNTRPART STAFF RLATIOSHIP 

There in an evident conneotion betwoon tho TCO's relationship with local coantorpart 

staff and his a.eament of the worth of his input. 

%fimdn thoir job input: 

Worthwhile Soewhat Worthwhilo Not Worthwhilo 
M0) (36) (%)

of those whose 

relationship is:
 

Very Satisfactory 83.0 16.0 1.0 100
 

Satisfactory 70.8 24.9 4.3 100
 

Untatisf&ctory 57.3 39.8 7.9 100 

TABLE XV JOB SATISPACTION AND RELATIONS7IIP Wfl I LD rNITmlIOh 

A stronger direot connection is evident her. 

% finding their job input: 

Worthwhile Somewhat Worthwhile Not Worthwhile 

of those whose 
relationship it 

Very Satisfaotory 89.5 9.4 1.0 100
 

1.9 100
Satisfactory 75.0 23.1 


13.7 100
Unsatisfaotory 50.8 35.5 
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TADLE XVI JOI SATISFACTION AND RELAIOOIP WITH ODA SCIENTIIC UNITS 

Becau-ao of the mall nubers involved this table must be interpretated with caution 
but a relationship is ou eostod. 

%finding their job input: 

Worthwhile Somewhat Worthwhile Not Worthwhile 
('w) (%))U67

of those finding
this relationship: 

Very Satisfactory 79.8 20.2 0.0 100 

Satisfactory 81.4 18.6 0.0 100 

tksatsfaotory 60.5 34.2 5.3 100 

TABLE XVII JOB SATISFACTION AND COUNTERPART TRAINI ARRANOUWS 

This agests that counterpart training arrangments are an important contributory 

factor to job satisfaotion. 

%finding their job input: 

Worthwhile Somewhat Worthwhile Not Worthwhile 

of those finding 
arrangements: 

Very Satisfactory 89.8 10.2 0.0 100 

Satisfactory 79.1 20.1 0.7 100 

Unsatisfactory 58.5 31.1 10.4 100 

TABLE XVIII JOB SATISFACTION AND POI-CorRPART TRAIID0 ARRANOB TS 

This shows a simLlar conneotion to that between counterpart training arngements 

and job satisfaotion in the table above. 

% finding their job input: 

Worthwile Somewhat Worthwhile Not Worthwhile 

of those finding
arrengments: 

Very Satisfactory 92.3 7.7 0.0 100 

Satisfactory 80.2 19.1 0.7 
 100
 

Lksatisfactory 55.1 39.6 10.3 100
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TABLE XIX 	 RE1LkON BE EM JOB SATISPACT ION AND ARRAI( W1S TO AMIR BC/ODA 
ON TRAINDI] 

The conneotion evident here suggests this might be one way in which BC/ODA polioy 

oould improve TCOe' job satisfaction. 

%finding thoir job input: 

Worthwhile Soawhat Worthwhile Not Worthwhile 

of those finding 
arrangements: 

Very Satisfactory 96.3 3.7 0.0 100 

Satisfaotory 76.4 20.7 2.9 100 

Uksatisfaotory 61.i 31.9 6.9 	 100 

TABLE XX RELATIOkMV WITH OOU1TDtPARTS AND TRAIil ARRA ]UB8S 

Relatioashipe with oounterparts are more satisfaotory where training arrangements 
are well organisod. 

% finding relationship with oounterpart: 

Very Satisfactory Satisfactory Unsati ef.otory 

of those finding 

training arrangments: 

Very Satisfactory 79.3 20.7 0.0 100 

Satisfaotory 36.9 56.2 6.9 100 

Unwtiefaotory 15.0 50.9 34.1 100 

TABLE XXI 	 RELATIO I WITH ODA An ARRANDnTm To AMI3E BC/ODA ON TRADIN 

Where arrangements to advise are poor, working relationshipe also deteriorate. 

% find relationship: 

VeryStisfactory Stiofaotor7 Uwatiefaotoy 

of those finding 
arrangeoents to advise: 

Very Satisfactory 57.5 35.0 7.5 	 100 

Satisfactory 24.0 58.9 17.1 	 100
 

100
Unksatisfaotory 14.2 46.1 39.7 
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?ABLE XXII RELAION3HIP WITH BC AND ARRAJCD(rS TO ADVISE BC/ODA 

Thiae able shows a siilar relation to that above, %nthregard to the BC rather than 
ODA.
 

%regarding relationship as:Very Satisfactory Sasfoactory UnsatisfaotorZ 
of tihomo firng !a!2k ~~o2E M~~fc2! 
arrangements: 

Very Satisfactory 58.0 36.0 6.0 100 

Satisfactory 21.5 70.1 8.3 100 

Unsatiefaotory 12.5 32.155.4 100 

TABLE XXIII PROBL OF TOO WORK BY AOE 
This sh v that many of the Inherent probem of TCO work are greatest for the middle 
ace groups, 36-50. 

%of TCOa coneiderina: Great Problem Problem No Problem Rank Ag ro 

1. Contract employment 36.9 34.5 28.6 100 1 21-35 
lacks longer-tem 
job security 47.0 31.6 21.3 I00 1 36-50 

29.1 30.7 40.2 100 1 51-75 
2. Anxoty about 
 27.4 40.1 32.5 100 2 21-35 

finding acceptable 28.7 39.8 31.5 100 3 36-50 
vacancies in the
 
tU or overseas In 21.7 
 30.4 47.8 100 3 51-75 
your field
 

3. Lack of adequate 29.1 30.7 40.2 100 3 21-35 
pension provision 40.2 28.7 31.3 100 2 36-50 

36.4 23.9 39.7 100 2 51-75 

4. No prospect of 15.1 25.4 59.5 
 100 4 21-35
 
promotion whilst on 23.1 27.5 49.4 100 4 
 36-50
 
overseas contract
 

10.9 16.3 72.8 100 4 51-75
 

5. Little poosibility 3.5 10.9 85.6 100 21-35
5 

of extending your
 
secondment if you 6.4 13.3 80.3 100 
 5 36-50 
are offered a 
 4.1 8.9 87.0 100 5 51-75 
renewal of your 
present oontraot 
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TABLE XXIV STIS A ON WITH SALARY/ALLOWANCE5 BY AGE OROUP 

Thin showe the breakdown of satisfaction vith salary/allowancoe by broad ae group. 

%Of t n & I r Setief&ctory Satisfaotory Uritiefactory AV GrouplIow@noes: (1)M- - x 

21.1 59.4 19.5 100 21-35 

12.5 66.0 21.5 100 36-50 

12.6 71.6 15.8 100 51-75 

TABLE XXV SATI8PF ION WrrH R ATIOIIP BY AGE ROU 

These seleoted eamples &how the iMater @ntiefaotion with mW working relstionships 

a=ong many older TCOm. 

riding Vorsatifato o tiufctor Untiuaotorr Ag Grouprezr& o ,hp (1) M M
 

Bril'oh Fabassy/ 20.6 56.1 23.2 100 21-35 
lugh Coaimaison 27.1 53.0 19.8 100 36-50 

49.1 42.7 8.2 100 51-75 

Local Counterpart 31.1 53.3 15.6 1O 21-35 
Staff 30.5 54.0 15.5 100 36-50 

44.9 42.4 12.7 100 51-75 

ODA HQ 16.3 55.8 27.9 100 21-35 

20.2 55.6 24.1 100 36-50 

42.2 44.9 13.0 100 51-75 
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TABLE XXVI DI",RIBUTION OP TCO BY PRL'RREE FUTRLE EDPWYNO T 

Just over half of TC0 expressed a preference to work again as TOO. 

Preferred 1hploymont %of TCOs 

1. Too 50.4
 

2. UY Dlpartaent 13.2 

3. Privato Conpany 10.2 

4. World hnk 6.2 

5. OSA/BESs 4.0 

6. D.,opean Develoaact rand 3.2 

7. Direot Contract with overseas Goverment 0.8 

8. Other 7.5 

9. Not going overseas 4.0 

10. Total 100.0 

11. No reply (%of .ll T'O) 13.6 

TABLE XXVII WNT AND SPECIAL ROUPSIEVELOPKW TIVE 

This breaks down developmont active by mamberehip of special groups. 

%considering Ianting to assist develops.nt" to be: 

Very Uortnt Fairly U rtant Not ( rtant 
(A) M M)
 

Corps of Speoialists 57.1 39.3 3.6 100 

EH 38.9 38.9 22.2 100 

Sooondod Personnel 41.8 41.8 16.3 100 

All TCO@ 46.5 44.1 9.4 100 
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AND so3owmUTTABLE XXVIII PwFwsI0OAL Vm.02oG 

This shov the greater inportance of profossional dovelopont &a a aotive for 

seconded personnel. 

%considering "good opportunity to broaden 

professional knowledge and oxporionce" to be: 

Very Imortant Important Not Inrtant 

63.7 24.2 12.1 100 
Seconded Personnel 

17.3 10053.2 29.5Others 

TABLE XXIX FPSION PROVISION AND SPECIAL GROUPS 

TCOC. am very much less worried over pnsions than most 
The special group. 


to buo
%considorine pmoion proviolun 

Problm .o ProblemGreat Problem 

27.3 45.5 100 
Corps of Specialists 27.3 

100
13.3 13.3 73.3
EH3 


75.9 100 
Seconded Personnel 13.5 10.5 

35.1 28.2 36.7 100 
All TCOs 

PROBLEIM OF VRONKD PERSONNELTABLE XXX OTW 

of oooondod porconnl.
This looks at other particular probloma 

% regarding secondsent extonsion ss 

Groat Problem Problem No Problem 

7.2 15.9 76.8 100 
Seconded Personnel 

%regarding promotion prospects as: 

Great Problem Problem No Problem 

22.7 31.2 46.1 100 
Seconded Personnel 

62.8 10015.4 21.8Others 
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TABLE XXXI ATI3PATLI0I WITH SALARY/A914WAKCE
 

Thin tablo ezaines satistaotion with aslary/allowances among special groups.
 

%finding scaary/lloSncos: 

Ver S Ifactor t o tfaosatifoto 

100
Corps of Specialists 11.8 61.8 26.5 

29.4 10023.5 47.1 

18.6 10015.6 65.8Others 

TABLE XXXII sEAISACTI0o WITH COUNTINPART TRADIDI) 

Again, this is broken dow by speolal groups 

%finding training arrangments: 

Stisfator ntisfactorVo Stisfactory 

35.0 100
Corpe of Speoialists 15.0 50.0 

8.3 25.0 66.7 100MS 

Others 11.6 53.4 35.0 100 

TABLE XxxIII sarmorI0I WITH WOR2IIa RELATIO I3
 

Two working relationships are broken doun for speoial groups.
 

%finding relationship:
 

Very atiofacto a to otisfactor
 

Corps of Specialists 21.2 57.6 21.2 100 

5.6 72.2 22.2 100 

Others 25.4 52.0 22.6 100 

OD Dov iv 

Corps of Speoialists 55.0 35.0 10.0 100 

EHB 18.2 45.5 36.4 100 

Others 29.0 47.1 23.9 100 
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POLICY IMPLICATIONSROM MAIN FNDINGS AND 
CHAPTER 4 ISSUES ARISING 

the preceding chapters. 
. The main findings of the 	TCO survey have been given in 


to select those findings which could or should have
 
The purpose of this chapter is 

impact on ODA policy, and also to consider future ways of improving the planning 
an Action has already
and monitoring of ODA manpower aid in the light 

of the survey. 

been taken in ODA on some of the topics covered by the survey and others are 

included in the ODA submission to the CSD. 

A. THE SURVEY IN CONTEXT
 

There are of course limitations to the use 
which can be made of the survey
 

2. 	
the inevitable bias in a postal survey of this sort, a 

results. One problem is 

self-selection operates among 	TCOs, since 
not all of them completed and returned
 

ones took the trouble
 
the questionnaire and it seems likely that 

the more motivated 


However, the response rate of about 80% 
was high for this kind of
 

to co-operate. 

postal investigation (and inadequate postal 

services in developing countries
 

so this was not a serious problem.
 
probably accounted for most of the rest) 


Secondly, it should also be stressed that 
the results we have are simply a ,,snapshot"
 

The information is already, to that extent,
 
of TCOs as they were around March 1978. 
 While
 
out of date and, more seriously, it presents 

only a static picture of TCOs. 


the age distribution of skills, jobs etc 
among TOOs gives some pointers to how the
 

TCO cadre is changing we do not have any 
hard information on trends, and this
 

Proposals are put forward later for
 
dynamic element is missing from the report. 


an on-going system of monitoring of TCOs.
 

The report concentrates on one specialised 
group of experts and the findings
 

cannot be related directly to the much larger 
number of UK staff serving overseas
3. 


Although TCOs meet a different need
 
under supplementation schemes (OSAS and BESS). 


from OSAS officers there is evidently some 
overlap in personnel and career develop

ment terms, and it is significant that 9.4% 
of the TCOs surveyed worked as OSAS
 

Moreover many of the opinions
 
officers immediately prior to 	taking up their 

post. 


expressed by TOOs about their working conditions 
e+c would probably be true of
 

staff
 
OSAS officers. Nevertheless absence of comparable information 

on OSAS 

undoubtedly limits the extent to which (on(luniont, 
regarding the total programme can 

The possibility
 
be drawn from the survey rebults, tQ annex all 

UK manpower overfea. 


of conductig,a similar study of OSAS/BESS 
offirern is being considered.
 

There is other source material within 
ODA some of which has been used to
 

4. 	 Our experience has shown however that
 
supplement or to check the survey findings. 


it Is not always readily available in a way 
that would be helpful for manpower
 

More is said about this aspect later in this 
Chapter. The MPU
 

planning purposes. 

bulletin gives a very broad picture of overall 

and country trends in manpower
 

assistance, broken down between OSAS BESS 
and TCOs, but does not- as yet, give any
 

more detailed information (eg occupational 
breakdowns), although it would be
 

include such information from data on the 
Chessington pay-roll computer,
 

possible to 
and this is being considered.
 

inal reports are a possible source of 
useful information which because
 

5. TCO ter 
of time and staff constraints 	have not been 

utilised for general evaluation purposes
 

The relatively unstructured nature of these
 as much as they might have been. 


reports means that a great deal of work is 
required to extract information from them
 

in a way that could be used to supplement the 
survey findings. Apart from uuing the 

TCOs terminal reports for general evaluation purposes 
there iu also the question of 

how the information might be used by management in order to monitor projects and 
Work in under

identify inefficiencies and more is said about thei 
e aspects later. 


way on a brief post-asBignment questionnaire which 
will allow an asnessment to be
 

made of each manpower assignment as well as to follow-up 
trendr in bome of the
 

variables covered in thin TCO survey.
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6. Manpower Reviews provide a useful source of information on OSAS staff in thecountries with substantial supplementation programmes, but they do not give much
detailed information on TCOs since they are a smaller and more diffuse part of theODAs manpower assistance than OSAS staff. 
Under the newly issued Guidelines for
Manpower Reviews greater emphasis will be plac'ed on the work of TCOs, in relation
to TC as a whole and attempt9 will be made to interview a selection of TCOs during

the Review.
 

7. Other reports by advisers (eg Education, NRAG, Medical, TETOC eto)giveinformation 
 TOOs working in particular fields. In addition visits by PSE and
OMCD give feedback on TCOs' satisfaction with pay and general conditions.
 

8. All these sources provide a continuous flow of information on TCOs,
and the Survey of TCOs is best regarded as a one-off in-depth evaluation of all
TCOs at one point in time, as seen from their own point of view. As such itcomplements the other sources of information available to ODA for the management of
the TCO programme.
 

B. MAIN FINDINGS 

9. The TCO survey was wide-ranging, and different aspects of it will be importantto different ODA Departments. The items considered below have been selected by MFP
because of their relevance to current policy issues on the planning of ODAs 
manpower assistance.
 

Age Distribution
 

10. 
 The age distribution of TCOs (illustrated diagrammatically in Chapter 3) is
of particular interest. The distribution by age group is fairly even, it peaks early
in the 31-35 age group, dropping to a lower level in the 36-40 age group and thereafter very gradually declines to low levels above 65. 
Before the survey there
seemed to be a general impression that TCOs tended to be mature and experienced
people in the "over-40 age" bracket, but the survey reveals that many TCOs arequite young, which presumably reflects the growing demand in LDCs for new and oftenspecialized skills which they cannot meet themselves. 
The survey suggests that the
importance of the "Colonial Pool" of mature people with experience dating back tocolonial days may have been somewhat exaggerated (but see also para 19 below).
 

11. The peaking at 31-35 probably represents a balance between the need for TCOs
to have up to date skills (ieto have been recently trained) yet also to have
sufficient experience to carry out their assignments. It will be interesting to
monitor trends and to see if the bpjance swings towards the former.
 

12. Care should be taken, however, in interpreting this data. Because of the"one-off" nature of the survey we were only able to undertake a static analysis.The pattern of "wastage rates" (is TCOs who do not take up subsequent contractsoverseas) by each age group for example is not available and if there is a tendencyfor higher wastage rates among the younger age group, coupled with any significant
decline in ODA recruitment of TCOs this could well have a significant affect on thefuture stock of TCOs. Nevertheless the high proportion of young TCOs augurs well
for the future since many of them are in the field of natural resources and theirskills may not be readily transferable to the domestic UK scene. 
In this context
%he information we have on the proportion of TCOs having had more than one ODA
assignment by age group is significant. (Table XVI Chapter 3). 
 It appears
that from the age group of 31-35 onwards there is a significant increase inthe percentage of TCOs who have had more than one ODA assignment, ie a good numberof the younger TCOs are setting their feet on the first rung of a career ladder in
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overseas development. This is a healthy sign for maintaining a fiture cadre 

of TCOs but if there were any radical change in recruitment policy experience 
from other manpower planning case studies shows that it does not take long for 

a change in wastage rates to occur espeoially in the 30-35 age group, and to
 
disease to the 40-45 age group, leaving very serious management
spread like a 


problems. Unfortunately the "disease" tends to spread more quickly among those 

occupations for which there is already some soarcity in the UK labour market and
 

the affect is exacerbated if they happen to be in the 30-45 rather than the 45-65+
 
cadre is differentage group. It should of course be borne in mind that the TCO 

from most corporate bodies, and will in its nature have a high rate wastage rate,
 

with many TCOs turning to other employment on completion of their contract.
 

13. While we can say that the age distribution of TCOs does not appear to present 

immediate problems, it is difficult to decide how satisfaotory a distribution it 

is. This is because while the survey has yic lded information on the existing supply 
' 


of TCOs by age group, we do not have simile- information on the demand from the LDCs 

or indeed from possible employers in the b... In both cases the occupation of the 

TCO is critical. On the latter (demand for TCOs) there is very little we can do 

in ODA, other than to monitor changes in requests. On the supply side it should 
be possible to make some predictions about future ntocks and plans of TCOs making 

a number of assumptionn and rarrying out iiimple exerci,fu uaiing thu information
 

already available from this :turvcy and elouwhere in ODA. This could give some 

pointers to the future availability of T(: by octu t.onal ategory. 

Job Structures
 

14. The job structure of TCOs is given in Table X of Chapter 1. A wide variety
 

of jobs are held and only one category (Agronomist) accounts for over 10% of TCOs
 

(with a fAirther 3.1% listed as Agronomist/Related Scientists). The major job 

categories which account for 5% or more of TCOs are:-


Agronomist (I01%) 
Educational Administrator and
 
Non Teaching Staff (7.2%)
 

Physical Scientists/Tecoohnians (6.6%) 

(6.1%)
Lecturers 


Acountants/FAnanoial Experts (5.4%)
 

Animal Husbandry (livestock
 
experts)
 

Managers (5.0%)
 

15. Great difficulties were experienced in tabulating the replies to this question, 

and eventually an ODA job classification index was used. Amalgamating these jobs
 

into broader categories shows the following breakdown covering about two thirds of 

the TCOs.
 

Broad Job Title %TCOs 

Agronomists and related
 
scientists 13.3
 

Educational Staff (teaching 
and administrative) 13.3
 

Physical scientists, other life
 
scientists and technicians 11.3
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Broad Job Title (cont'd) %TOOs 
Animal husbandry/livestook
 
vets biologists and zoologists/ 10.2
 
dentists and pharmacists
 

Finance and eoonomios 9.1
 

Engineering 
 8.0
 

16. For many of these jobs there is a wide range of TOOs by age group. Forothers however there is a notiable bias towards older or younger age groups
(see Table XI, Chapter 3), Agronomists, and some other soientiflo personnelare younger than average, Lecturers are middle-aged, concentrated in the 36-50 
age group, and Einanoial Advisers, Educational Administrators and General Managers 
are all noticably older than average. Again great care should be exercised in

interpreting this information. It could indicate one of several things.- that
 
greater experience is necessary for some administrative jobs, that young scientists
 

demand because
are in of their up-to date skills, or that the job-breakdown of the
TCO cadre is becoming more scienoe-orientated (since youn TCOs are closer to new
TCOs). What is definitely shown is that if there is a continuing future demand
for Phyuloal Scientists, Agronomists etc then there is an existing group of young

TCOs in relevant fields and if the inflow continues the stock of trained TCOs in

these fields is likely to increase, but if there is a continuing demand for

FAnancial Advisers, Managers etc and an inadequate inflow of younger TCOs in these
 
fields the ODA will have 
to consider how to eventually replace the older TCOs
currently filling such posts. The recruitment and training policies towards these 
groups therefore would have to be very different depending on what view ODA takes
of LDC future requirements and its obligations as an employer or agent for 
assignments overseas.
 

Commitment to LDC Work 

17. One item of major interest is the degree of commitment of TCOs to LDC work.
Indeed one of the objectives of the survey was that it would indicate to what 
extent TCOs appear to regard their overseau assignments as an interruption of aUK career or as an integral part of a career spent overseas. This is relevant to 
any consideration of the possibility of confirming future overseas career structures
for TCO eg through longer-term contracts along the lines of the Corps of Specialists.
Apart from the direct question about motivation there are several indicators that
 
throw light 
on these aspects: the number of years worked in LDCs, the proportion 
of TCOs careers spent in LDCs, the number of ODA assignments etc. 

18. Half of the TCOs surveyed were on their first ODA assignment. The average
number of ODA assignments increased with age, and reached a peak at 56-60 of an 
average of 2.68 assignments (out of only a possible 6 since the ODA came into
being). It seems evident that for most of these older TCOs at least their overseas 
contracts integral part careerswere an of their other than indicental. Taking
the TCOs as a whole, half of them had worked less than 6 years in LDCs, less than 
four years being under ODA auspioeu. For most TCOs, however, ODA was the main source of work in LDCs - for 52.3% of TCOu, 80% or more of their work in LDCs had 
been under ODA auspices. 
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tends as one would expect, to increase19. The number of years 	worked in LDCs 
with age. There is a sudden increase in the trend however, between the 41-45
 

XIII of Chapter 2). This may suggestage group, and the 46-50 	age group (Table 
that over the age of 45 the presence of those personnel remaining from the
 

"colonial pool", with long experience of work in LDCs, is making itself felt. 

The fact that the number of years spent working in developing countries ris~a 

steadily from 2.23 for the 21-25 age group to 20.5 for the 61-75 age group 

(Chapter 2 Table XIII) shows that a substantial proportion of TCOs spend a good 

part of their working lives overseas. Table XIV of Chapter 2 shows that about a 

third of TCOs have spent over half their working career in LDCs. 

wide variety of experience among
20. The picture this presents there is of a 

and many of them have littleare on their first ODA assignment,TCOs. Half of them 

or no experience of LDC work outside ODA auspices. However, among the older TCOs 

many have had several ODA assignments and 15 years or more service overseas. A 
over half their career in developing countrieshave spentsignificant minority, 36.2%, 

Itwould
 
and would therefore seem 	to have a strong commitment to this type 

of work. 

TCOs as picking up one-off assignments overseas as

be quite wrong to think of most 
of adding some spice of variety to a UK job. A substantial number of them have 

a way 
dedicated themselves to a career spent wholly or partly, in developing 

countries.
 

The survey therefore lends support to the notion that itmight be 
appropriate to
 

consider a more satisfactory longer-term career structure for at least 
selected
 

It also shows that previous overseas experience is an important

categories of TCOs. 

factor on the selection of TCOs.
 

Motivation of TCOs
 

Most TCOs felt that assisting
Also of interest was the motivation of TCOs.
21. 	
major motive. They ware also attracted to
 in the development of LDCs was-itself a 


The scope to broaden professional
the overseas environment, and the job itself. 

knowledge was a very strong motive for some, though not applicable 

to all.
 

Remuneration was not of overriding importance, but was regarded a6 fairly 
important
 

The implication that TCOs are by and large well-motivated, and are
by many. 

positively interested in LDO invironments and work, is an encouraging 

one from
 

ODA's point of view, although it will come as no surprise to those in ODA who have
 
and have worked closely with them.been responsible for recruiting TCOs 

22. 	It should be noted that there is some difference between the motivations of
 

Older TOs, are more attracted to life overseas, presumably
younger and older TCOs. 

due to previous experience, and are also more interested in assisting 

LDC development.
 

Younger TCOs seem to be less altruistically motivated, but have a 
stronger desire to
 

broaden their experience, both in terms of living somewhere new and extending their
 
(Itis possible that the 	older TCOs wanted
professional knowledge and experience. 


to create a good impression, in the hope of getting more overseas assignments but we
 
serious factor). These age differences in are reluntant to discount this as a 

motivation may be important to recruitment policy, either where ODA desires 
to fill
 

a post with a TCO from a particular age group, or more generally where it
is desirable
 

to expand the older or younger ranks of TCOs either by design or through 
necessity.
 

If for instance there were not enough young entrants to TCO work, a greater emphasis
 

could be placed in advertising posts on the scope for broadening professional
 
with a view to enhanced pay and career prospects in theirknowledge and experience 


profession at a later date.
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Difficulties Facing TCOs 

23. Some of the particular problems that TCOs experience in LDC work were brought

out in the survey. There are often factors which cannot be influenced by ODA 
such as the climate - but whioh can at least be highlighed in briefing. Other 
problems, such as the availability of accommodation on arrival, may be open to 
action by ODA, although in most cases desks will already be well aware of the
 
problem. Since conditions vary from country to country, it would be advisable
for action to be taken only where it is known that a particular problem arises 
in a specific country, the replies to several questions r-lating to conditions,

office services etc are therefore being broken down on a country basis and will
 
be circulated to the relevant geographical desks of ODA later. However, some of 
the more important general findings are outlined below,
 

The possibilities for the spouse to work locally were considered unsatisfactory

by over two thirds of TCOs to whom the question was applicable, It would be wise
 
to stress this problem in briefing to avoid disappointment. There may also be as 
yet undeveloped possibilities for useful employment. In Botswana for example, the 
wives of some expatriates have helped to meet the shortage of English speaking
teachers and any local initiative of this kind might itself need support (eg

training and support services) by ODA.
 

Accommodation is generally satisfactory, but its availability on arrival is a
 
problem for 407 of TCOs. 
This percentage might be reduced with satisfactory forward
 
planning, or else provision of accommodation for TCOs may be a matter for discussion 
with particular LDC governments before any appointment is taken up, thereby reserving
maximum bargaining power and incentive for suitable accommodation to be located. 
Fhiling any improvement, the point must be made clear at formal briefing so that 
the TCO is able to adjust his own planning which could mean deferring the arrival 
of a wife and children until satisfactory accommodation were found. 

Local Schools prove unsatisfactory to many TCOs, either because of quality or because
 
places are not available. This problem is to some extent mitigated by the
 
satisfactory arrangements open to TCOs to use UK boarding schools. 

Arrangements for leave were unsatisfactory tu one third of TCOs and clearly a problem
which should be investigated in more detail, to identify the specific problems. It 
was not at all clear from the response exactly why it was a problem and this may be 
one aspect that t~e TCO terminal reports will throw further light upon. Several 
aspects of supporting services prove a problem (summarized in Chapter 3 Table VI).
Of these office services such as telephone, typing etc were considered by 47.7A of
 
TCOs to be unsatisfactory. The availability of vehicles and petrol was also a
 
problem, and 32.9A of TCOs found the provision of tools and equipment essential
 
for their work unsatisfactory. This is a very serious problem, and consideration
 
should be given to how best it can be overcome, either through better knowledge and 
use of existing special 'pockets' such as for tools of the trade, or through the
provision of new support facilities. While costly in the short term, such measures 
would undoubtedly improve the efficiency of TCOs in the long term. At the very
least there seems to be some scope for improvement in the arrangements for informing 
TCOs about existing facilities for improving support services. 

57
 



In contrast, provision for the spouse to aooompanyv, the availability of local 
domestic 4elp, arrangements for UK boarding school, the climate, and accommodation
 
were all considered satisfactory, and these could be used as plus points when
 
advertising TCO jobs. The favourable comments on work responsibility, job challenge
 
etc summarized in Table II of Chapter 3 could be similarly used.
 

24. Training emerged as a disappointing aspect of TOs' work. It was apparent 
that many appeared not to be direotly involved with this aspect of their work (30% 
did not respond to a question on satisfaction with counterpart training arrangements) 
and that many of those who pursued it found arrangements unsatisfactory (this was 
true for 357of TCOs who responded to the question on counterpart training arrange
ments). This should be a cause for much concern in ODA because the Policy Board 
has decided that training should be the priority objective of TCOs but also because 
of the implied loss to LDCs since skills are not being efficiently transferred. 
This is particularly serious in the current financial situation, where there may 
be cuts in UK ttainmng aid. Unsatisfactory training arrangements may also be a 
contributory factor behind lack of job satisfaction among TCOs, since the tables 
show that there is a direct connection between satisfaction with training arrange
ments and the TCOs own assessment of the worth of his input. Measures have already 
been taken during 1978 and since the survey to emphasise the importance of training 
in the TOOs role, and the effectiveness of these measures should be carefully 
monitored. 

25. The conclusion is that improvements in training arrangements may bring about 
an iwrease in TOs' job satisfaction and their value to LDCs. Perennial prolems such 
as lack of counterparts for training are outside of ODA's direct control, although 
we can bring pressure to bear on LDC Governments to provide both counterparts and 
the facilities for training. We can also stress the importance of training in terms 
of reference for particular jobs, and in TCOd briefing. Finally, while 70% of TCOs 
responded to a question on arrangements for advising the British Council/ODA on 
training needs, almost 30% of those responaing found these arrangements unsatisfactory. 
It is evident that their local expertise should form an input to the training 
programme, and the most appropriate channel for this would normally be through the 
local British Council representative. TCOs should be so advised in their briefing. 
An alternative way of emphasising the importance of this training role would be to 
assign some responsibility for improving TCOs' training arrangements to a post such 
as regional TCO Coordinator or Ombudsman as referred to below (para 28). 

26. Several problems inherent in the structure of TCO work emerged (see Chapter 4, 
Table III). The lack of longer term job security, and allied worries over the 
prospects of finding a suitable next vacancy, were the most important; 70.9% of 
TCOs felt that the forer was either a great problem or at least a problem, and the 
lack of adequate pension provision was a great problem for over one third of TCOs. 

27. These worries indicate the difficulties that arise for TCOs through the lack 
of a stable career structure with ODA in their dhosen field. It should be remembered 
that these very high figures for TCOs worried by the lack of longer term job 
security have come from a survey of TCOs in poet, without coverage of those who have 
left TCO employment. It may well be that qualified and experienced personnel 
suitable for TCO work have left the field because of these problems. It might even 
be the case that the better qualifted TCOs, those who can readily get jobs in the 
UK or elsewhere, have left for alternative employment and the weaker candidates 
are left behind showing disproportionate fear about security of employment etc.
 
This may not in fact be the case but it is at least a feasible interpretation.
 
In either situation the results highlight the importance of the present review in
 
ODA of possible ways of improving the the career development, job security, and
 
pension provision for TCO-type personnel (see OMOD's Review of Manpower Aid of 

May 1979). 
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Working Relationships
 

28. Another important finding of the survey concerns TCOs working relationships 
with LDC Government institutions, which are reported as being poor. It is not 
always clear from the response as to the precise reasoning behind the dissatisfaction 
and one suspects that the fault is not always (or even usually) on the TCOs sidet 
Itmight be that ODA can do little about this finding but much will depend upon the 
reasons in each case. TCO terminal reports might give some indication of the nature 
of the problems but unless there are adequate and effective means for TCOs to take 
up any complaints during their assignment it isunlikely that improvements will be 
effected. The responses about working relationships with ODA Development Divisions, 
ODA, British Ehbassies and High Commissions leave insufficient grounds for any 
complacency. In this case we do have a direct responsibility for bringing about some 
improvement. Again it is not possible to identify the precise reasoning behind the 
difficulties experienced in each case but it should be possible to provide a more 
effective means by which difficulties and complaints are resolved. This might 
support the need for some type of regional Ombudsman or "liaison officer" function 
since TCOs may either be unhappy or unable to make complaints through the existing 
channels. Given that TCOs are such a scarce commodity and in view of the motivation 
factors identified there might be both longer term and cumulative savings to be made 
from flexible trouble-shooting arrangements. It is certainly an aspen+ worthy of
 
attention.
 

C. POLICY RECOMMWDATIONS 

29. Several different policy recommendations emerge from the findings highlighted
 
above. Some of these relate to ODAs policy towards technical cooperation and
 
personnel. OLhers refer to the need for improvements in monitoring, management and
 
planning of the TCO (and other) cadres by ODA. Many of the specific recommendations
 

have been given above, the more general conclusions are summarized below.
 

30. The survey results support the hypothesis already held in ODA that lack of
 
job security and pension provision is a major problem. It therefore indicates the
 
need for some improvements in job security, either through a long term cadre for
 

selected categories of TCOs and/or through advance notification and planning for
 
TCOs future possible assignments. It also raises the question of pension provisions.
 
These aspects have already been covered in the recent OMCD paper and presentations
 
to the CSD.
 

31. The information now available on the existing cadre of TCOs by age, sex, skills 
etc is not being matched adequately to information on the demand for TCOs from LDCs. 
Precise~hformation on future demand by LDC's is not likely to become available but 
as a second best monitoring of new requests and of new posts filled would give some 
idea of the trends in demand. 

3P. Such in[ormation on demand could be supplemented by assessments of future 
requirements from advisory personnel (and in due course, also of supplemented 
personnel) taken from advisers reports and manpower reviews. Combined with the 
monitoring of the existing TCO cadre and their contract termination dates this would 
enable ODA to draw up some picture for matching supply to demand. Clearly this
 

information on supply should include stocks of OSAS/BESS as there is a degree of
 
substitutability between schemes as far as the skills of personnel are concerned. 
This information would be potentially useful in many ways: 

a. we could identify skill areas which are increasingly demanded by LDCs, 
against which to make some assessment of areas where the UK has a comparative
 
advantage. In a situation of restrictions and tightly controlled manpower
 
assistance programmes, this would help ensure that ODA's funds were being
 

used more effectively.
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b. information on trends in demand would enable some forward planning of TOO 
posts. This coupled with information on termination dates would allow ODA to 
inform in advance those TOCs looking for further assignments and a career 
overseas. In career planning for TCO it might even be possiblo in coma cases 
to provide short term and relevant training between assignments. This would 
all help to reduce the TCOs' anxieties over future job prospects that became 
apparent in the survey. 

c. in general, earlier identification of a potential mismatch between the 
supply and demand of TCO skills should also feed back into recruitment and/or 
training policy, or might lead us to specialise in particular skills or to
 
recognise that other aid donors may be better able to meet demands for other
 
types of skilled manpower.
 

33. The means by which such information could be gathered has been outlined very 
briefly above. The basic sources would be. 

a. B - taken from the information now available from the survey: plus some 
continuous monitoring of those joining and leaving the TOO cadre (and OSAS/BESS 
given substitutability): and the numbers and trends in new applications for 
posts advertised. 

b. demand - taken from actual requests by LDC Governments: manpower reviews: 
reports by other advisers, supplemented by the information available to ODA 
on requests being met by other agencies - especially the multilaterals. 

c. matching the two sets of information sources on a regular basis and 
attempting not only to deal with ODA/LDC requirements for 6 months ahead, 
but spotting areas of longer term recruitment or termination difficulties in 
order to make some forward adjustments in ODA action. 

d. this information and come of the above proposals would be of more value if 
the collection and use of the information were extended to all supplemented 
personnel irrespective of the particular scheme. 

34. It would be fitting if this section were to end with a warning. Any procedure 
designed to enable a more centrallsed and systematic flow of data on manpower to be 
supplied to ODA management cannot be regarded simply as a trivial exercise. ODA 
management must ensure that the introduction of any new data retrieval system will 
be readily accessible for meeting the needs outlined above. This in turn means 
ensuring that the correct information is stored on the central data bank. This is 
no mean task but once completed many of the proposals in this report should become 
normal procedure in the administration of overseas personnel. 
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CARD 1
 

PART 1 - BACIGOUND DGVMWIOY Please 
rim 
oode 

The purpose of this section is to obtain data oa 
TVOa' previous experience both at home and abroad. 
Although you might have given OI1 this infomation 
previously, we vould be grateful if you could 
repeat it here plea., 

QI a. Mane 
please): 

in full (block oapitals, sume first 

b. Pr..ent ooutry of servioes 

42 Box Yale 
lmle 

1 
2 4 

Q3 Wt was your a last birtd 5-6 

Q4 Preent arital status# 

q5 

Married and acooeaneied by apouse 
arried and un.oooepanid by spouse 

Single (including separated, divoroed, widoved) 

Please oircle the number of children if you have 

1 
2 
3 

7 

a in each category 

a. go Children 0 

b. Children normally residing with you at posts 

age4O0-5 1 2 3 
aged 6-11 I 2 3 
agedl 12-17 1 2 3 
ag4d 18-21 1 2 3 
aged 22+ 1 , 3 

9 
10 
11 
12 
13 

o. Children not normally residing with you at 
poet (eg at a UZ boarding school), or 
wbolly independent of you: 

aged 0-5 
aged 6-11 
agedl12-17 
aged18-21 
aged 2 

1 
1 
1 
1 
1 

2 
2 
2 
2 
2 

3 
3 
3 
3 
3 

14 
15 
16 
17 
18 



PAR? - B ?IO 	 fleeae5ACEMOM )O 
ris
 
0" 

The purpoee of this setion to to obtain data an 
7CO9' previous erperieee both at host amd abroad. 
AltOU0t% yoU SJ40t have givem OIN this infamUo 
previously. we vould be gratefni Lf you euld 
repeat It here ploeao. 

QI 	 a. Man* in full (block oapitls, &s tLt 
please): 

b. 	 Present ocuntry of serv"Ice 

Fmble 2 4 

q3 	 What ~u- yew qe lat bLrt~a 5-6 

44 	 Prosent morita otatum 

Married ad acecipanied by *pow* 1 7 
alrried ad imaooopeatod by opoes 2 

Single (Looludng **pazstod. divee, vidwed) 3 

q5 Please *.le thO mnber of ehildm If ym have 
W ln sash oategorys 

a. 	 No CbLld0e 0 

b. 	 Childrem normally reeldig vith Pa at poest 

41-5 1 2 3 
age4 6-11 1 2 3 10 
agl4 12-17 1 2 3 11 
aged 16-21 1 2 3 12 
OW 22# 1 2 3 13 

e. 	 Chlldron oat comlly reelding vith you at
 
poet (og at a UK boarding sbool). o
 
vbolly Independent of you.
 

ardo 0-5 1 2 3 14 
Moed6-11 1 2 3 15 
4e4 12-17 1 2 3 16 
aged1-21 1 2 5 17 
ag" 22# 1 2 3 Is 



please 
ri 

06 	 Qmafltfotlo obtained by omintioa 
(ploeo rin the codes for all the qalifloatioes 
you have)$ 

Nowe 0 1 
City &M CuIlds certificate, O(IC, OND, =C, WD I 
Clerical, coerclal, or book-keeping o0Teafcte 2 
Recognised trade apprenticeship completed 3 

urming, pFra.nedlc3l uAlification 4 
Teohinh certificate Mie below I U deree) 5 
Unversity diploma 6 

* degree (firet) 	 7 
* dege (gber) O
 

Momberh.ip of Professional bod (eg hanjg,
 
Surveyirg etc)
 
Other (plese @tate)
 

? 	 k ioh foreip lunI4wae do yes bave a semd
 
vorking ovlode of?
 

sew 0 20 
Arabic I
promeb 	 2 

*MU111 	 4 

Nae you over received mW of the folloving
 
OW oposoreshps or wards
 
(pleas* rig the code* apLft any ym have
 
recoilved),
 

Natural Resources Postgrdute Studestahip 1 21 
I o-Service ?raining Schem 2 
Zducation r-velopcent Award 3 
Teacher Refresher Cowiee Schee 4 
An OM lesearch Crant 
ODI Nuffield Fomdatioo Studtehlp 

Iom 	of the" 0 

9 	 If you are presently serving u.'r withw of 
the follovim schemes plea. r xkt the anber
alougeod 

btlpnde4 a.s*Sobm 1 22 
Corps of 8p"&I.Itsto 2 

51thor 0 

10 	 Are you pmomtly servin under seoi
 
to~s
 

Toe 	 1 23 
so 	 2 

It 	 Teeos Plfaae state her yew parent boos 

http:Momberh.ip


11. We are Lterested Ln baildJog up a plot. of the kim-d. of ciaroers ?Vo have had. particularly am rigard. theLr prevlou
overe*& .si ents. Could cm please provide the follo0wtn protfle of your carer to date In charorlogical order (r"Liz

vitb yoin preceot appoltbtent). Please ue the continatioo *heot overlef if Cesoa 7.
 

CAAM 70 DATE SINCE LEATIC SC00M 

AP?20XDUA DATES 091 Please give an outline D KIfTR¥ 03oiaolo4gcal order) of tU-thr ewatio,mloy- (eD M I, A0V, K STR CO 
mset, other etc (.g , CO JOB TIT. Dfr6 C 5 M Tu D 7forelig govt, ot€) tIscamJica ASS ICYM 

private coswp ) (if any) 

vN 



CA= TO DAnh 31NCE LEAVM 5SZCOL 

LVMSAS
 
A7ItOxDWd DI1ZS Ug. P1.... give an outline
 

INTY OaSCM IT, ANto chronological order) of furtlwr *ucAtion seploy- STWDIW, Ah=LY 
(er UN. Otiq. (*g OSAS, B COUW*TT J0B TrLE AND DEPT TCh1ICamct. other eta 
forvigm got etc) DESCRI7TIOV LUGI 

private cam,.a) (if &AzY) 



CARD 2 

Ple 

PART 11 - OPMON SUVE 
rinp
eerde 

qTi section asks you for your views on your 

work, and on tvin overseas. Please feel
free to add ay remarks af'ter any quetion. 

Unlece otherwioe stated please ring[ the code 
for each eubqueotion as appropriate; you 
may ring nor* ttan one code if applicable. 

Q12. Going to work overseas in quite a major 

decision for someone to take. Could 
you please ring the codes aint each 
reason to indicate how inportant it 
was when you decided to acoept your 
Present Posting? 

Very
Important 

Firlyv 
important 

Not 
important 

a. Positively attracted to living and 
vorking In a developing country. 1 2 3 4 

b. Pro.ious good experiences 
end/or travel oversea. 

of work 
1 2 3 5 

o. Others spoke to you favourably 
working overseas. 

about 
1 2 3 6 

d. Wnting to experience other places 
and cultures. 1 2 3 7 

e. Vanting to assist the development of 
developing oountries. - 1 2 3 8 

f. A good opportunity to broaden your 

professional knowledge end experience. 1 2 3 9 

g. Better rewsmeraton than in the UK. 1 2 3 10 

h. Vanting a ohange from yu 
end/or working environment. 

UK living 
2 3 11 

1. A feeling that you would bave preater
direct responsibility when working over
eas than in the UK. 1 2 3 12 

J. Believed there was more scope to ae 
you initiative working overseas than 
in the x. 1 2 3 13 

k. Other (ples state) 1 2 3 14 



]neae
 

rimeoode 

Q13 The everyday work of a TCO ha 
svbaoka. Fles indicate b 

its advantage 
circling the 

and 

appropriate codes how true you find the following 
factors in your owncass Toee- o 

Whbat 

a. Tour work to mre challenging than in the U 1 2 3 

b. You have gester responsibility than in the I[ 2 3 

o. You have pood soops to use your initiative 1 2 3 
4. Yo input Into your project In worthb oile 1 2 

o. Other (plese. specify) 1 2 3 

414 
Vozking overseas has longer-tour iapmlostiesn. 
Please Indicate by ciroLng the appropriate ode. 
bow much of a wobla you regrd the following 
factorei 

Apost A Nota 
prblem problm problem 

a Cetract emloyment 
seaity. 

lacks longer-tenm job 
2 

b. Aniety about findig aooptable vacancee 
the UK or overeas in your field. 

La 
1 2 3 

O. Little possibility of extendis your seocafte 
if you are offered a renewasl of your prsent ontrsot. 1 2 3 

4. la of adequate pension proviion. 1 2 3 
0. 5o prOp@eot 

*ontreot. 
of prmotion Whllst On an oeVeMa 

1 2 3 
f. Other (please epeoify). 1 2 3 



Please 

Q15 &,vin overseas has its adwantags 
and drawbocks. Plece indicato by 
oiroling the appropriate codes boy 
satisfactory you regard the follow-
I faotor very 

satisfactory 

ee 

Satisfatory Unsatis- Not 
factory applicable 

a. The aoomoodation provided 1 2 3 4 

b. Availability 
on youra=mil. 

of aoooodatLon 
1 2 3 4 27 

o. hxstene of social 
leisure facilities 

and 
1 2 3 4 28 

d. edcal Care 1 2 4 29 

e. Availability of domestio help. 1 2 3 4 30 

f. Availability of shopping 
facilities. 1 2 3 .4 31 

g. The olnats 1 .2 3 4 32 

h. The travel opportuities 1 2 3 4 33 

i. Salary nd allovns 1 2 3 4 34 

J. Arrngments for leave 1 2 3 4 35 

k. 
You. 

Provision for spouse to aooompa 
2 3 4 36 

1. Availability of good local schools. 1 2 3 4 37 

a. Arramigaents 
eduoation In UK. 

for boarding school 
1 2 3 4 38 

n. Possibilities for spoute 
obtai.ing wrk locally. 1 2 3 4 39 

o. Other (plees specify). 1 2 3 4 40 



plea". 

oode 

Q16. Tvaining should be an important pert 
of the york of most TCO's: 

Very 
satisfacotory 

Satisfaotory Unsatis-
faotory 

Not 
applaable 

a. If you train one or more 
ooutorparts on-the-job boy 
satiusfaotory are the arrangements 
for doing this? 1 2 3 4 4 

b. If you trsin people other than 
ooumterparts on-the-job. boy 
satisfactory are the arrangements 
for doing this? 1 2 3 4 

a. In addition to on-the-job 
training, if you do have any class
roo or similar formal training, 
boy satisfactory are the arrange

ets for th@? 1 2 

d. How satisfactory are the 
arrangements for you to advise 
the British Counoil and/or O2I 
on training needs in your sotor 
of the country? 12 4 

e. We would be interested in 
fvzther remarks you may hve 
about your role in Training: 

any 



Please

rin
 
code 

Q7, 	 In your present job, how satis
factory do you find the supporting 
services (ifapproprlate)? 

very Satistory Unsatis- Not 
satisfactory t yfato applicable 

Provision of$ 

a. A vehiole 1 2 3 4 45 
b. Petrol and rep.rs 1 2 3 4 46 

a. Tools &d equipment
esential for your work. 1 2 3 4 47 
d. Office aooommdation 1 2 3 4 48 

e. Office services (og
tLpin, telephone, eta) 1 2 3 4 49 
f. Other (please speoLy) 1 2 3 4 50 



PIS"* 

oode 

Q18. Asa TCO how satisfactory do 

you find the folloving relation
ship, In your present poting?
Please answer with your woX*Ing
rather thn social relationship. 
In mind. 

VezV Dsti- ary Not 
satiefstory Stief"tory factory applicable 

Your relatiomhip withi 

a. 0O E in Lodon 1 2 4 51 
b. OE Developent Division 1 2 3 4 52 
o. 01H Scientific Unit(s) 1 2 3 4 5 

d. BriUsh hbassy
Caimssion. 

or High 
1 2 3 4 54 

e. Bitish Comoi1 1 2" 4 55 
. Briush Volumteers 1 2 3 4 

g. olumt.ere 
ountries. 

from other 
12 3 4 57 

h. Other bilateral and multi
lateral aid peronel you
enoumter in your work generally. 1 2 3 4 58 

1. The institution for which 
you are presently vorkin
the developing comtry. 

In 
1 2 3 4 59 

3. Loeal coumterpart staff 1 2 3 4 60 

k. Ooveraent institutions In 

tbi developing country generally. 1 2 3 4 61 

Please ad a remrks on 
vorking relationshipa, 



Please 
ring
code 

Q19. If you were to work overceas amin 
which one of the followir employere/ 
type of oontrot would you prefer? 

a. Not going 
coatract. 

to seek another overseas 0 lease go to 
next page 

b. Ana TCO I 

o. osAs or BsS (oDe) 2 

d. A UN Departmect 

e. Vorld Bank 4 

f. uropeean Developent Pmd 

g. Direct Contract with oversees goaermnt 6 

h. Pri ate oompmn 7 

I. Other (please speify) 

Q20 Pr you choice in questien 19, pleae ring 
up to the reasons which you felt were the 
met important when A that cbtoies 

63 

a. You would haye better back-up in youur vk. I 

b. You would have 
work. 

mre soope to do. fulAfiln 
2 

a. There would be greater opportmity
broaden you experience. 

to 
3 

4. You woulo asks a more useful oatribution 
to the country's development. 4 

e. There would be better ooutLnAity of 
employment ontracte. 

f. Xt offers the beet career proepects. 6 

. Other (please specify). 7 



Pleuse feel free to add anything else here. 

Ibank you Mry moh for your "ug&we. 


